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A B S T R A C T 
The present endeavour was aimed at carrying out 
the study on the problem entitled "A Study of Quality of 
Working Life and Certain Biographical Variables As 
correlates of Job Involvement". This study seems to be 
highly significant and unique in the sense that none of 
the similar studies have been carried out earlier 
especially on the sample of university teachers - who are 
mentors of youths and youths, indeed, are the future of 
the nation. 
In the first chapter the Concept of Job 
Involvement and QWL has bleen discussed in detail and 
moreover, detailed available survey of literature 
pertaining to the present problem have been described. For 
the first time the Concept of Job Involvement was coined 
by Lodahl and Kejner (1965) who contended that job 
involvement is a condition which develops as a result of 
one's identification with the job. Job Involvement is very 
much found related to work performance. After their 
pioneering work, job involvement still remains an 
important phenomenon which is widely being studied. 
Having given the emphasis to job involvement the 
chapter also discusses the concept of QWL as well as rela-
ted studies. It was only in 1972, that a comprehensive term 
"Quality of work life" was coined by Davis who had 
presented a paper in an International Conference held at 
Arden house. New York. QWL was defined at the degree of 
excellence in work and working conditions which contribute 
to the overall satisfaction and enhances the individual's 
as well as organizational effectiveness. On the basis of 
survey of literature, it is found that the studies failed 
to provide any direction of the relationship of QWL and 
certain biographical variables with job involvement, 
therefore^null hypotheses were formulated to carry on the 
study for in-depth investigation. 
The second chapter incorporates the methodology 
opted in carrying out the investigation. The sample 
population of teachers (N=30 0) were drawn from the three 
different faculties, namely. Engineering Faculty, Science 
Faculty and Social Sciences & Arts Faculty of Aligarh 
Muslim University, Aligarh. The teachers' sample cover all 
the three categories namely. Lecturers, Readers and 
Professors. Lodahl and Kejner's scale (1965) and Sinha and 
Sayeed's (1980) inventory were used for measuring job 
involvement and quality of working life of the job 
incumbents respectively. 
Keeping in view, the objective of the study, 
product moment coefficient of correlation was applied to 
analyze the data. 
Chapter III describes the findings whereas, 
conclusions and suggestions have been highlighted in 
chapter IV. In a nut-shell, it is to point out here that 
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two facets of QWL viz.. Economic Benefit and Self respect 
have been emerged as important correlates of job 
involvement and among the two, former is more commonly 
found to be a source of job involvement. Apart from the 
above two determiners of job involvement, some other QWL 
facets have emerged to be significantly related to job 
involvement but they are variably found important among 
the various faculty members across their job levels. 
In the light of the conclusions, it is suggested 
that there is a need for a continuous concerted effort for 
identifying the prevailing need/needs of the people at 
work and what emerge as prime factors should be given 
immediate and proper care to enhance the employee's feeling 
of worthiness, their motivation, satisfaction, commitment 
and job involvement. 
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CHAPTER - I 
I N T R O D D C T I O N 
I N T R O D U C T I O N 
The rise of industrial revolution in the mid-18th 
century in England, gradually spread throughout the world, 
though, there had been varied pace of industrial 
development in different countries. Industrial revolution 
has not only witnessed rapid change in technological 
advancement but, however, it highly influenced society too 
and thereby, changed human values and people's life style. 
Modern industrial organizations are giving major 
emphasis on the utilization of human resources. It is 
beyond doubt to say that human resource is the key element 
for industrial productive efficiency, although, other 
elements - financial, technological, information, and 
material resources are also necessarily important for 
productive outcome. 
In the world of work, human behaviour has always 
been considered important for productive efficiency in 
both qualitative and quantitative terms. Human ^ficiency 
at work is one of the most important key element of 
all resources for manufacturing and moreover, for 
discharging other responsibilities with whom job 
incumbents' are entrusted with. Therefore, it is evident 
from historical perspective that Taylor - a pioneer of the 
development of industrial psychology showed interest in 
employees efficiency at work. Taylor's efforts, inspite of 
getting a lot of criticisms, received widespread 
popularity and acceptance among industrialists. 
psychologis t s and o ther s o c i a l s c i e n t i s t s . Taylorism 
( S c i e n t i f i c Management P r i n c i p l e s ) was the mi l e s tone for 
the beginning of a new area of psychology namely. 
Industr ia l Psychology. Tay lor ' s contributions are s t i l l 
a l i v e although, i t l a t e r passed through various phases 
ranging from the emphasis on human re la t i on a s p e c t s , job 
motivat ion, job s a t i s f a c t i o n to the present craving of 
improving employee's q u a l i t y of work l i f e . A l l these 
e f f o r t s were made t o reduce in tra - ind iv idua l . i n t e r -
personal , inter-group and organizational c o n f l i c t s in 
general and however, t o enhance job incumbents' 
motivat ion, s a t i s f a c t i o n , commitment, involvement and 
other work re lated behav iour . 
It i s a l s o wi tnessed from the h i s t o r y of 
indus tr ia l psychology t h a t Taylors' management-oriented 
system after heavy c r i t i c i s m s changed to employee-oriented 
system. The l a t e r system i . e . employee-oriented approach 
s t a r t e d in 1924 by El ton Mayo's famous Howthorne 
experiments which g r e a t l y emphasized to the concept of job 
human izat ion and subsequently gave r i s e t o a movement 
c a l l e d "human r e l a t i o n movement". The great p ioneers of 
t h i s movement - Mayo, Roethl i sberger , and Dickson had 
pointed out the importance o f physical working cond i t i ons 
and supervisory behaviour conducive for e f f e c t i v e 
organizational funct ioning and e f f i c i e n t work performance 
as w e l l . However, employee-oriented management approach 
la ter received increas ing importance not only from 
management s i d e but , infact , i t h i g h l y a t tracted 
employees for g e t t i n g the ir psycho-social needs e a s i l y 
sa t i s f i ed under such system. It was r e a l l y the e f f e c t of 
human re la t ion movement that human mot ivat ion a t work 
place at tracted the a t tent ion of p s y c h o l o g i s t s , managers, 
supervisors and other behavioural s c i e n t i s t s . Since we are 
not concerned here with job motivation, as the objec t ive 
of the present l arger invest igat ion has been t o study job 
involvement with reference to c e r t a i n biographical 
variables and QWL but i n s p i t e of th i s r e a l i t y i t i s highly 
important t o mention the concept of job mot ivat ion and i t s 
related s t u d i e s as i t w i l l provide a l o g i c a l ground for 
highlighting the events in which job involvement , concept 
and studies began. I t i s therefore imperative t o point out 
that job motivation theor ies started coming up t o dig-out 
and explain severa l factors of product ive ly e f f i c i e n t 
human behaviour a t work, hence human mot ivat ion theor ies 
though appeared for the f i r s t time in 19 43 and l a t e r i t 
applied in 1954 as a theory of job mot ivat ion and 
sa t i s fac t ion (Maslowian Need-Hierarchy theory) . 
Thereafter, one a f t e r the other, job mot ivat ion theor ies 
started pouring i n , for providing information with regard 
to wide range of f a c t o r s determining employees motivation 
and s a t i s f a c t i o n a t work. 
Motivational behaviour plays significant role in 
all walks of human life. It has its very important and 
inevitable role in work situation too as macro level 
understanding considers motivation as prime factor for 
efficient and productive performance. Empirically 
evidences clearly advocate that performance is propor-
tionally related to motivation, i.e. high motivation leads 
to high performance and low motivation to low performance. 
Therefore, it is pertinent to mention a saying that, "you 
can take the horse into water but you can not make him 
drink unless the horse is thirsty". This saying clearly 
points out the importance of motivation for any desired 
activity, thus, people will not work unless they are 
prepared to or have the will to work and level of 
performance is most likely to be determined by the 
strength of motivation. 
Vitles (1962) point out the importance of human 
interest as well as their motivation at work in his book 
entitled "Motivation and Morale in Industry". The 
significance of human motivation, indeed, cannot be 
overlooked as behind every human activity there are some 
motives that act as motivating force resulting behaviour. 
The very basic element in motivational process Is 
the creation and activation of motives or needs. A motive 
-an internal activator keeps the organism engaged in 
performing certain activity in quest of maintaining 
organisimic equi l l ibr ium, hence, na tu re of need determines 
the goal t o be achieved. Therefore, motivation i s a 
goa l -d i rec ted behaviour. Jones (19 95) maintained tha t 
motivation i s concerned with how behaviour gets s t a r t e d , 
energized, susta ined d i rec ted , stopped and what kind of 
subject ive reac t ion i s present in the organism while a l l 
t h i s i s going on. But the Indus t r i a l psychologists have 
been somewhat more d e f i n i t i v e . Vroom (1964) defines 
motivation "as a process governing choices, made by 
persons or lower organism, among a l t e r n a t i v e forms of 
voluntary a c t i v i t y " . While Dubin (1970) refers "motivation 
i s the complex of forces s t a r t i n g and keeping a person a t 
work in an organization". Halloran (1978) explaining 
motivation in very simple words contends that "motivation 
i s an i n t e r n a l need sa t i s f ied by ex te rna l expression". Job 
Motivation can also be described as the degree of 
i n t e n s i t y of employees' behaviour in the work s i tua t ion as 
they s t r i k e t o sa t is fy t h e i r p a r t i c u l a r need s t ruc ture 
through t h e work they are doing. Thus, job motivation i s 
l ike ly t o be determined by following t h r e e fac tors : 
i ) need s t r u c t u r e of employees, 
i i ) perceived opportunity to s a t i s f y needs a t work and 
i i i ) perceived opportunity to s a t i s f y needs off-the-work 
s i t u a t i o n . 
The above aspects h ighl ight the importance of both 
on-the- job and off-the-job fac to rs as these e i the r 
independently or in conjunct ion with each other are l i k e l y 
t o become instrumental t o determine employees' l e v e l of 
motivat ion of work. 
In view of the f a c t s , i t i s very e x p l i c i t t h a t 
managers must be aware of employees' needs or need 
s t r u c t u r e which might provide adequate informations t o 
managers for designing appropriate managerial d i r e c t i n g 
and contro l l ing the ir subord inates . 
Taylor had advocated that the primary reason for 
the people to work i s only t o earn money or l i v i n g but 
l a t e r t h i s s impl i f ied assumption regarding human 
motivat ion for working was u l t i m a t e l y rejected. I t i s , no 
doubt, that money i s important for everyone because i t i s 
the only medium through which things can be exchanged i n 
t h i s modern age but in no way t h i s i s the only reason in 
context of viiich merely people work. People have d i f f e r e n t and 
numerous motives which e i t h e r independently or i n 
conjunct ion thereof detexnnine and infulence human 
mot iva t ion . P r i o r i t i e s of motive or motives depend upon 
the importance and s trength of motive/motives in a g iven 
t ime . In the l ight of human nature there have been four 
managerial assumptions about people at work, which 
h i g h l i g h t numerous needs t h a t dominate employees in which 
context they work. These assumptions are being h i g h l i g h t e d 
in chronological order. The f i r s t assumption i s termed as 
•Economic Man Model' . I t g i v e s more importance to economic 
rewards. Adam Smith putforth equity theory and in h i s 
view people primarily work for money. The 'Economic Man 
Model' which was l a t e r modified by Taylor (1911) and 
renamed as 'Rational Economic Man Model'. This model 
s t a t e s that by nature human beings are l e t h a r g i c , they do 
not want to work u n l e s s they are forced to work. Therefore^ 
for such reasons they could not be motivated through 
f inancia l rewards / incent ives to at ta in r e q u i s i t e l e v e l of 
work e f f i c iency and moreover^ for such people more 
e f f e c t i v e supervisory s tra tegy which i s suggested i s t i g h t 
v ig i lance and very c l o s e supervision. Weber (1946) a l so 
bel ieved money as primary motivator for the i n d i v i d u a l . 
Opsapl and Dunnette (1966) tr ied to explain the r o l e of 
money as an i n c e n t i v e . They discussed f i v e f u n c t i o n s of 
money with regard t o performance. These are ( i ) money as 
generalized condit ioned reinforcer ( i i ) Money as a 
conditioned incent ive ( i i i ) Money as an anx ie ty reducer 
( i v ) Money as a hygiene factor and (v) Money a s a means of 
intrumental i ty. 
Rational economic man assumption can be va l idated 
by our day to day observat ion, e s p e c i a l l y , in our own 
soc io-cul tural m i l i e u . People who f i t on t h i s model are 
always highly c a l c u l a t i v e in nature. They only perform 
such a c t i v i t i e s t h a t may give them g r e a t e s t economic 
reward. I t plays c r u c i a l role at a l l the l e v e l s of 
organization but i s more evident at low l e v e l s of 
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organizational h ierarchy . Srivastava (1985) found that 
higher wages would induce greater motivation among workers 
to keep them dynamically more and more a c t i v e a t work 
while Verma (1978) pointed out that money does not only 
f u l f i l l p h y s i o l o g i c a l needs but i t a l s o ensures the 
ful f i l lment of h igher order needs. The rat iona l economic 
man assumption was h igh ly c r i t i c i s e d by Roethl isberger and 
Dickson (1939) , T r i s t and Bamforth (1951) , Mayo (19 45), 
Homans (1950), and T r i s t , Higgin, Murray & Pollock (1963) 
on the ground t h a t although economic i n c e n t i v e s are 
essent ia l but s o c i a l needs are important t o o . 
Thus, i n the l i g h t of heavy c r i t i c i s m s again 
rational-economic-man model, 'Social Man Model' came into 
prominence. Zaleznik e t a l . (1958) found that worker's 
both product iv i ty and sa t i s fac t i on were unrelated to 
individuals pay and job status but were re la t ed t o group 
membership. In 1954, Seashore found higher group 
cohesiveness a s s o c i a t e d with high product iv i ty and sense 
of confidence in management. 
Relevance of s o c i a l factors at work place i s 
evident from many researches s p e c i a l l y carr ied out by 
Jasinsky (1956) , Walker and Guest (1952) , and Schrank's 
(1978). 
The th ird assumption i s of ' S e l f - A c t u a l i z i n g Man'. 
Maslow (1954) McGregor (1969), and Argyris (1964) pointed 
out that workers are l i k e l y to be a l i ena ted because 
sometimes the work they are asked to perform,donot permit 
them to use skills and capacities in a mature and 
productive way. 
The last assumption is that of 'Complex Man' which 
assumes, man is not only complex within himself but he is 
also likely to differ form his neighbours, friends, and 
relatives in the patterns of his/her own complexity. In 
one study, Vroom and Mann (1969) found that workers with 
different personalities preferred different leadership 
styles in their supervisors. The studies of Grusky (1962) 
Argyris (1964), Lawler (1971; 1975) and Pigors and Myers 
(1977) have supported this complex man model. 
With regard to job motivation, a nximber of 
theories have also been propounded which can be classified 
broadly in two categories given as under : 
(i) Content Theories : Theories associated with human 
needs which include Maslow's need hierarchy and Herzberg's 
two factor theories. 
(ii) Process Theories : These includes Vroom's theory of 
instrumentality and Porter and Lawler's multivariate 
model. 
Maslow - a c l i n i c a l psychologist and a s o c i a l 
s c i e n t i s t as w e l l , o r i g i n a l l y proposed a "Need Hierarchy 
Theory" of motivat ion in 1943 which was appl ied as a 
theory of job motivat ion in 1954. Maslow in h i s theory 
proposes that human needs can be arranged i n a 
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hierarchical o rde r . Once the lower order needs are 
sa t i s f ied , need next in order of h ierarchy come into 
prominance and so on. Need hierarchy theory which Maslow 
proposed s t a r t s from the very basic physiological needs. 
The next need in hierarchy is that of s e c u r i t y need, third 
one i s tha t of s o c i a l need, the fourth one i s esteem need, 
and the l a s t of a l l of need-hierarchy theory i s that of 
se l f - ac tua l i za t ion need. According t o Maslowian need 
hierarchy theory once the physiological needs are 
adequately s a t i s f i e d then next need in h ierarchy come into 
prominence and the same way, needs one a f t e r the other in 
hierarchy emerges. I t i s again important to point out that 
adequate fulf i lment of a need in h ierarchy i s a necessary 
condition for the emergence of the next higher order need. 
Studies such as Hall and Naugain (1964), Castello 
and Sang (1974), Vig (1978) did not f ind s t rong support 
for the need hierarchy theory. Some o the rs have also 
c r i t i c i sed need hierarchy theory on the bas i s of empirical 
findings. Such s t ud i e s l ike Raymond and William (1968); 
KUmar and Bharguvathi (1989); Mathur and Khurana (1990) 
who did not find the occurrence of the needs in the same 
order as proposed by Maslow. 
Maslowian approach was reformulated by Alderfer 
(1969, 1972). He modified and reduced f i ve l eve l s of needs 
into three namely, ( i ) existence needs, (2) re la tedness 
needs and (3) growth needs. Therefore, h i s model i s known 
as ERG theory. Suff ic ient empirical evidences have not 
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been found to v e r i f y Alderfer ' s approach but f inding of 
the study made by Raushberger, Schmidt and Hunter (1980) 
refuted Alderfer's approach. 
Herzberg, Mausner, Peterson and Capwel (1957) for 
the f i r s t time quest ioned the basic assumption of l inear 
continuum because t i l l 1950s researches on human 
motivation had been on t rad i t iona l l ine s and motives were 
supposed to be ly ing along a continuum, the one end of 
which was s a t i s f a c t i o n and the other end d i s s a t i s f a c t i o n . 
Herzberg, Mausner and Snyderman (1959) on the bas i s of the 
findings advocated that there are two d i f f e r e n t s e t s of 
fac tors , one s e t of f a c t o r s i s responsible for motivation 
and sa t i s fac t ion whereas, other set of f a c t o r s lead to 
only d i s s a t i s f a c t i o n and lower motivation. The former s e t 
of factors i s c a l l e d as e i ther 'content f a c t o r s ' , 
'motivators' or ' i n t r i n s i c f a c t o r s ' . Herzberg meant that 
these are inherent e i t h e r in the ind iv idua l ' s persona l i ty 
or in the work i t s e l f . These factors include achievement, 
recognit ion, r e s p o n s i b i l i t y advancement, the work i t s e l f 
e t c . In view of Herzberg and his a s s o c i a t e s , contrary to 
s a t i s f i e r s , there i s o ther set of factors which i s only 
responsible for d i s s a t i s f a c t i o n and lack of motivat ion 
which i s ca l led as d i s s a t i s f i e r s ' , 'hyg iene ' , ' c o n t e x t ' , 
and ' ex tr ins i c f a c t o r s ' - These factors that l i e outs ide 
the job i t s e l f inc lude s t a t u s , job s e c u r i t y , company 
po l icy , qual i ty of supervis ion, supervisory r e l a t i o n s . 
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peer-group r e l a t i o n s , pay, working c o n d i t i o n s , e t c . 
Survey of avai lable studies in quest of verifying 
Herzberg's two-factor theory v^ich are being presented 
here in the chronological order - The s t u d i e s can be 
broadly grouped under three categor ies on the basis of 
methodology used and resu l t s obtained. These are - 1(A) 
Studies g e n e r a l l y supportive of the two factor theory 
employing Herzberg's methodology or modified form of i t 
(Schwartz, J a n n s a i t i s and Stark, 1963; Saleh, 1964; 
Herzberg, 1965; Herzberg, 1968; Dayal and Saiyadin, 
(1070). 1(B) Studies generally support ive of the two-
factor theory employing a methodology d i f f e r e n t than that 
of Herzberg (Friedlander and Walton, 1964); House and 
Wigder, 1 9 6 7 ) . 2(A) Studies not support ive using Herzberg 
technique (Wernimonent, 1966; Soliman, 1970; Davis , 1977; 
Akhtar and Bhargava, 1974; Basu and P e s t o n j e e , 1974) . 2(B) 
studies not supportive using the method d i f f erent than 
that of Herzberg (Ewen, 1964; Harding, 1965; Burke, 1966; 
Graen, 1966a,b; Ewen, Smith, Hulik and Locke, 1966). 3 . 
Studies p a r t i a l l y supportive to the two fac tor theory 
having used a method different than that of Herzberg 
(Gordon, 1965; King, 1970; Rao and Ganguli , 1972) . 
Process t h e o r i e s , unlike the content theor i e s , 
only explain the processes involved in mot ivat ion . Vroom 
(1964) for t h e f i r s t time took lead and repudiated to the 
proponents of content theories and presented cognit ive 
model to exp la in human motivation at work. According to 
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Vroom, his theory contains three elements, (i) Expectancy, 
the context in which the individual works (ii) 
Instrumentality which links outcomes, and (iii) Valence 
that refers to the strength of attraction. In simple 
words, it can be said that expectancy theory describes the 
interaction between an individuals's goal and the 
probability associated with the attainable goal. 
Vroom's theory has been found difficult in 
transforming into empirical researches and its practical 
implication seems to be quite restricted and difficult as 
well. Due to such reasons, the theory was criticised for 
its validity and predictability by many researchers, 
mainly by Filly, Bourse and Kerr (1976). But few 
researchers have supported this theory. Wofford (1971) 
said that VIE theory of Vroom is important for 
understanding and predicting job motivation. Mitra and 
Bhattacharya (1983), Bhattacharya (1986) advocated that 
expectancy theory should be regarded as work motivation 
theory. 
Taking inspiration form Vrocxns' theory. Porter and 
Lawler (1968) came up with a slight different explanation 
to the process of motivation. This model is known as 
"multivariate model" which explains complex relationship 
that exists between job attitudes and job performance. In 
their view, people first try to figure out whether the 
reward that are likely to be received from doing a job 
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w i l l be a t t r ac t ive t o them. If expected reward i s 
a t t r a c t i v e then the ind iv idua l i s most l ikely t o decide to 
put necessary effort to perform the job well . On the o ther 
hand, i f the expected reward i s not attractive then the 
i n d i v i d u a l ' s effor t i s not l i ke ly to be des i r ab ly 
a c t i v a t e d . The other important point i s that before people 
pu t f or th any e f fo r t , they a lso t r y to assess the 
p r o b a b i l i t y of a c e r t a in l eve l of effor t required for a 
des i red level of performance. This mult ivariate theory was 
c r i t i c i s e d on the ground of being sample biased as the 
s tudy was conducted on the sample of managers, hence, such 
r e s u l t s have been obtained. Moreover, t h i s theory was a l so 
c r i t i c i s e d on the ground of i t s complexity of the theory 
which refers human motivat ion as a process tha't takes place 
in some context. 
I t i s qui te c l e a r from the preceeding d e s c r i p t i o n 
regarding the concept, and theor ies of motivation t h a t 
motivat ional studies in job s e t t i ng have a t t r a c t e d the 
a t t e n t i o n of large number of researchers in both India and 
abroad. The reason i s very simple asp&apXe'e motivation i s 
t h e key element for e f f ec t ive and productive performance. 
At present , enhancing human motivation for e f f ec t i ve 
performance i s the major focus of a t tent ion of managers, 
superv isors and espec ia l ly of HRD personnel in t h e i r modem 
world of work. 
Since the beginning of 19508, there has been 
inc reas ing ly growing emphasis on employees' job motivat ion 
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at work and as a r e s u l t scores of empirical ev idences are 
ava i lab le . I t i s p r a c t i c a l l y impossible t o mention a l l of 
them over here. Therefore, a very few re levant s t u d i e s are 
being highlighted h e r e . Job motivation s t u d i e s in r e l a t i o n 
to job l e v e l s i n d i c a t e that higher rank in job hierarchy 
are l ike ly t o be more motivated and s a t i s f i e d as compared 
to those who occupy lower job l e v e l s . Many researchers 
have pointed out the s ign i f i cance of job hierarchy for 
motivation of employees (Porter, 1961, 1962; Porter and 
Lawler, 1968; Hall and Naugain, 1968). Recent ly Miner, 
John, Chen, Chaa-Chuan and Yu (1991) pointed out that 
motivation gets strengthen with pos i t ion l e v e l in general 
but motivation a t managerial level i n c r e a s e s with job 
l e v e l . Contrary t o the s tud ie s referred above there i s one 
study conducted by Manju (1990) who reported no inf luence 
of job level on job motivation but she found that i f job 
l eve l i s combined with other variables such a s spec ia l 
training and promotion earned, then i t s combined e f f e c t 
leads to mot ivat ion . Alam (1992) has reported t h a t job 
l e v e l s fa i l ed t o in f luence job motivation. 
Some other researchers have a l s o s tudied job 
tenure with job mot ivat ion . The i n v e s t i g a t i o n s of Sinha & 
Nair (1965); Natha (1980); Narchal, Alag & Kishore (1984) 
and; Dillon & Suja (1990) have reported p o s i t i v e 
correlation between job tenure and mot ivat ion whi le , 
Vasudeva and Rajbir (1976) found negative r e l a t i o n s h i p 
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between these two variables. Alam (19 93) found job tenure 
having no influence on job motivation. 
During the year 1960s when heavy emphasis was 
already being made in the area of job motivation and job 
satisfaction, the concept of job involvement came into 
prominence. Job involvement studies started in mid 1960s 
with the pioneering work of Lodahl & Kejner in 1965 who 
for the first time explored many important aspects of job 
involvement. It is a matter of fact that job involvement 
is an important aspect determining work performance in 
which the phenonenon of motivation and satisfaction are 
readily implicit. Actually, the load of researches in 
1950s and early 1960s on job motivation and job 
satisfaction were too heavy, hence, several theories of 
job satisfaction and job motivation had come into 
proroinance, such as, Maslow's interpretation of his theory 
of need hierarchy in job context in 1954, Herzberg et al. 
(1957), Vroom (1964), Porter & Lawler (1968), and Alderfer 
(1969, 1972) which gained popularity but also received 
criticisms. Hence, concept of job involvement evolved out 
of the heavy load on job motivation studies and craze for 
the new appropriate similar concept to determine work 
performance. The concept of job involvement attracted a 
lot of interest and attention of psychologists, managers 
and supervisors towards job involvement. This all led 
Lodahl & Kejner (1965) for the first time, to develop a 
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s c a l e f o r measuring job involvement. Thereafter, within a 
very s h o r t span of time the phenomenon of job-involvement 
gained i t s importance among managers, supervisors and 
p s y c h o l o g i s t s who started cons ider ing job-involvement as a 
c r i t e r i o n for measuring work-performance. The work of 
job-involvement as witnessed from the l i terature has 
advanced from descr ipt ive and t h e o r e t i c a l stage to more 
t h e o r e t i c a l and empirically exp lanat ive s tage . 
Lodahl and Kejner (1965) - p ioneers in the area of 
job-involvement contended that "job involvement i s the 
i n t e r n a l i z a t i o n of values about the goodness of work or 
the importance of the work in the worth of persons, and 
perhaps i t , thus measures the case with which the person 
can be fur ther soc ia l i zed by an organizat ion". Lodahl and 
Kejner 's contention about the explanat ion of the concept 
of job involvement puts heavy emphasis on the i n t e r n a -
l i z a t i o n of values . I t i s , t h e r e f o r e , qu i te reasonable t o 
mention t h a t value or ientat ion towards work i s learnt in 
e a r l y s o c i a l i s a t i o n process . Lodahl (1964) himself had 
r e a l i z e d t h a t during the process of s o c i a l i z a t i o n c e r t a i n 
work v a l u e s are injected i n t o the s e l f of the indiv idual 
that remains dynamically a c t i v e even a t the later s tage in 
the form o f employees react ions and a t t i t u d e s towards j o b . 
For example, there i s a concept of work in Hindu mythology 
t h a t s t a t e s "work i s worship", hence , their r e l i g i o u s 
va lue p l a y s a very important r o l e for inducing involvement 
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in work a c t i v i t i e s . S imi lar ly , in Is lam, greater emphasis 
has been g iven t o earn a l i v i n g through Islamic ways 
(pious means) which puts i t s emphasis on honesty, 
s i n c e r i t y and r e s p o n s i b i l i t y . Honesty, s incer i ty and 
r e s p o n s i b i l i t y i n performing any work a c t i v i t y ind irec t ly 
change employees behaviour p o s i t i v e l y in the work context . 
In the seune way, a l l other r e l i g i o n s in the world 
emphasize d i r e c t l y or i n d i r e c t l y to c e r t a i n work values 
that develop commitment and job involvement. Ansari (1988) 
has reported t h e improtance of s o c i o - c u l t u r a l aspects for 
inf luencing t h e behaviour of job-involvement. According to 
him the s o c i a l environment vAere everyone i s working and 
en terpr i z ing , and to be an enterpr iz ing becomes a soc ia l 
norm which work as a compelling force for the people to 
get s o c i a l i z e d by in terna l i z ing the s o c i o - c u l t u r a l norms 
and consequent ly get committed and j o b - i n v o l v e d . 
In p l a i n words, job involvement can be referred to 
as 'the a t t i t u d e of employees towards work'. Lodahl and 
Kejner (1965) further elaborated and considered that "job 
involvement i s the in terna l i za t ion of values about the 
goodness of work or the importance of work i n the worth of 
person, and perhaps i t thus measures the case with which 
the person can be further s o c i a l i z e d by an organization". 
It i s t h e r e f o r e , c lear that the va lues which are 
in terna l i zed by the individual during the course of 
s o c i a l i z a t i o n are the major outcomes of s o c i o -
environmental i n f l u e n c e s . I f there i s a p o s i t i v e impact of 
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these aspects then individual gets committed and job 
involved. Different thinkers have opted different styles 
in defining the phenomenon of job involvement. Lodahl and 
Kejner (1965) defined as "the degree to which a person 
identifies psychologically with his work for the 
importance of his work in his total self image is regarded 
as job involvement", while, according to Lawler and Hall 
(1970) job involvement refers to "psychological 
identification with one's work as well as the degree to 
which the job situation is central to person and his 
identity". 
There has usually been criticism and controversy 
regarding any new concept, thus, job involvement is not an 
exception. Patchen (1970) has pointed out that 'general 
interest' in the job is more or less similar to the 
concept of job involvement but he himself accepted that 
inspite of some similarities between these two, 'general 
interest' can not be termed as job involvement. Kanungo, 
Mishra and Dayal (1975) pointed out that job involvement 
attitude represents the degree to which the total 
situation is thought as being central to one's life or 
self-concept while, Saleh and Hasek (1976) have proposed 
four different conditions in which an individual may be 
job involved : 
(i) When work to him is a central life interest, 
(ii) When actively participates in his job. 
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( i i i ) When he perce ives performance as c o n s i s t e n t to his 
s e l f - concept , and 
( i v ) When p e r c e i v e s performance as c e n t r a l to his 
s e l f - e s t eem. 
Kanungo (1979) c l a s s i f i e d job involvement into two 
di f ferent contexts -
( i ) Involvement wi th "spec i f i c job", and 
( i i ) Involvement with "work in general". 
In f a c t , he focus sed on soc io log i ca l and psychological 
approaches to job involvement af ter c r i t i c i s i n g the 
tradi t ional i n t e r p r e t a t i o n of the concept. Kanungo (1982) 
defined the phenomenon of job involvement as a "cognitive 
s t a t e of psycholog ica l i d e n t i f i c a t i o n with t h e job and 
depends on the degree t o which the job i s perceived to 
meet one's s a l i e n t needs , be they i n t r i n s i c or e x t r i n s i c " . 
Broadly, there are three important s e t s of factors 
which are determiners of job involvement and have been 
ident i f i ed af ter reviewing the de f in i t i ons with regard to 
job involvement. These fac tors comprise, f a c t o r s related 
t o ^he. job incumbents; aspects of work i t s e l f and; 
organisational c o n d i t i o n s . 
At the present movement, e x t e n s i v e work i s 
avai lable on job involvement after a p ioneer ing study 
conducted by Lodahl and Kejner (1965). Bass (1965) found 
job involvement p o s i t i v e l y re lated to performance. Runyon 
(1973) observed job involvement as a r e l a t i v e l y stable 
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personal characteristics and also found that men are 
traditionally more likely to value work than women besides 
its importance to earn a living. 
So far as the studies of job involvement in India 
are concerned, it is to mention that studies in this area 
started much later than the west. However, successful 
efforts have been made to study job involvement, keeping 
in view the Indian social-cultural milieu, and as a result 
highly commendable studies enriched the literature. 
Researches conducted on demographic variables (Akhtar and 
Kumar, 1978; Sharma and Kapoor, 1978; Sharma and Sharma, 
1978; Bajaj, 1978; Anatharaman, 1980; Ansari, 1986; Kumari 
and Singh, 1988; Ansari & Ansari, 1989), anxiety (Bajaj, 
1978b) different occupational levels, (Bajaj, 1978a; 
Anantharaman & Deivasenapath, 1980; Anantharaman and Begum 
1982; Singh 1984; Kumari and Singh, 198 8) and other 
variables like childhood aspiration and expectation, 
participation, adjustment, satisfaction, locus of control, 
quality of work-life, leadership style, skill, etc. 
(Akhtar and Bhachcha, 1984; Singh 1984; Kulkarni, 1976; 
Reddy and Kumar, 1980; Reddy and Kumarraju, 1981; Nath, 
1980; Reddy and Rajasekhar, 1988; Dillon and Dondona 1988; 
Verma, 1988; Kumari and Singh, 1988; Sen and Chadha, 1990; 
Akhtar and Ansari, 1990) have shown inconsistent relation-
ship to job involvement. The variations in the influence 
of demographic psycho-social, and personality variables on 
job involvement can be most likely attributed to the 
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d i f f e r i n g and varying s i t u a t i o n s , soc io -cu l tura l m i l i e u , 
work va lues , working c o n d i t i o n s , e t c . 
Misra (1989) reported s ign i f i cant r e l a t i o n s h i p 
between job s a t i s f a c t i o n and job involvement, a l though, 
job s t r e s s o r s do not appear t o represent as an important 
moderator variable on the job s a t i s f a c t i o n - job 
involvement r e l a t i o n s h i p . 
Several s tud ies have tried to r e l a t e job 
involvement and job s a t i s f a c t i o n . A study by Weissenberg 
and Gruenfield 91968) d i s c u s s e s job s a t i s f a c t i o n as a 
determinant of job involvement. Conversely, r e s u l t s of the 
s tudy by Schwytant and Smith (1972) indicate that a worker 
could be involved in h i s job without being e i t h e r involved 
in h i s company or s a t i s f i e d with his job. Misra (1989) 
reported s ign i f i cant r e l a t i o n s h i p between job s a t i s f a c t i o n 
and job involvement, a l though, job s tressors do not appear 
t o represent as an important moderator variable on the job 
s a t i s f a c t i o n - job involvement re la t ionship . Singh and 
Pestonjee (1990) have reported that job s a t i s f a c t i o n i s 
inf luenced by job involvement. 
Results obtained from various studies emphasize 
the ro le of personal v a r i a b l e s in the development of job 
involvement and job s a t i s f a c t i o n . Sharma and Sharma (1978) 
provide evidence to show that job involvement i n c r e a s e s 
with job l e v e l , age and work experience, but r e s u l t s of 
the study isy Reddy (1989) did not reveal any s i g n i f i c a n t 
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e f f e c t , of work experience and locus of control on job 
involvement. 
Patel (19 95) reported that personal variables 
(age, length of s e r v i c e , and caste) except marital status 
had no in f luence on job involvement and job sa t i s fac t i on 
of the nurses -
S ince , o b j e c t i v e of the present i n v e s t i g a t i o n was 
to study q u a l i t y of working l i f e and c e r t a i n biographical 
variables as c o r r e l a t e s of job involvement, hence, af ter 
h ighl ight ing in d e t a i l the concept and s t u d i e s pertaining 
to job involvement, i t i s a l so warranted here to take-up 
the perceived phencxnenon of quality of work l i f e (QWL) for 
comprehensive d e t a i l . H i s t o r i c a l l y , human re lat ion 
movement had not termed i t s object ive as improving quality 
of working l i f e but the notion of the approach had been 
similar to the present cry for improving qual i ty of 
working l i f e . 
Improving qua l i ty of work l i f e condi t ions i s not a 
recent approach. E a r l i e r , the terms l i k e job enlargement 
and job enrichment in the same chronologica l order were 
used to minimise monotony and boredom for enhancing 
motivation and s a t i s f a c t i o n at work. U p t i l l 1960s a l o t of 
work was done r e l a t e d t o job motivation and s a t i s f a c t i o n . 
I t was only in 1972 that a comprehensive term 'qual i ty of 
work l i f e ' was co ined by Davis who presented a paper at an 
internat ional conference at Arden House, New York. 
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Today * s modern management presumption that make 
the men gay and happy in their general life conditions 
especially, at work and then they themselves will become 
motivated in the job they are doing. Hence, the 
organizational aspects like organizational structure, 
modes of communication, leadership behaviour, job design, 
job enrichment etc., had been given special attention 
which still remains the greatest source of employee's 
motivation and involvement at work. These above aspects 
and other increasing human needs combined together have 
given rise to the term quality of working life. 
QWL is an inevitably significant issue for both 
employees and employers. It is important for employees as 
they spend around 30 to 4 0 years of their lives on the job 
and the quality of work life has a bearing on quality of 
their lives. On the other hand, the issue of QWL is also 
of interest to the employers because it is found 
instrumental or vital means in achieving organizational 
goal. Satisfaction and motivation on the job are the 
behavioural phenomenon which are implicit in the improved 
QWL. The most important resource of an organization is its 
employees, hence, improving QWL subsequently leads to 
healthier, satisfied and efficiency of employees on one 
hand and organizational profitability on the other. 
Since, early 1970s, psychologists and managers 
become interested in studying the aspect of QWL. The 
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contribution made by Herrick and Maccoby (1972), Taylor et 
al. (1974), Cherns and Davis (1975), Emergy & Emergy 
(1974), Miller (1977) and Carlson (1978) are worth 
consideriny. In India the work on QWL had begun in 1970s. 
The efforts made in this area by Ganguly (1976), Joseph 
(1978), De (1977(a) & 1977(b), Mehta (1976) and Sinha 
(1977) are to be appreciated. According to De (1980) most 
of the work on QWL in Indian setting are either in 
theoretical - descriptive framework or in an action 
research context. 
It is imperative to point out the efforts of Sinha 
& Sayeed (1980) who developed a scale to measure quality 
of working life. 
It has been mentioned in the beginning 
of this chapter that the term quality of work life was 
fabricated by Davis (19 72) but its meaning and definition 
have not been discussed. Therefore, before going into any 
other details, it is proper here to mention the opinions 
and ideas given regarding the meaning of quality of work 
life. 
Spink (1975) made a concerted effort to define the 
concept of QWL as "the degree of excellence in work and 
working conditions, which contribut to the over-all 
satisfaction of the individual and enhances the individual 
as well as organizational effectiveness". Beinun (1974) 
has defined QWL in terms of the quality of relationship 
between man and his task. 
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Lippit (1977) thought of i t as "the degree to 
which work provides an opportunity for an individual t o 
s a t i s f y a wide variety of personal needs to survive with 
some s e c u r i t y , to interact with o thers to have a sense of 
personal usefulness , to be reorganised for achievement and 
t o have an opportunity t o improve one's s k i l l s and 
knowledge". 
Lippit defining the concept of QWL covers the 
whole gamut of work l i f e which may enhance organizat ional 
e f f e c t i v e n e s s . QWL has been considered by Cherns (19 78) a s 
an area emphasizing to 'humanization of the work p l a c e ' , 
'work place democracy', 'work res t ruc tur ing ' , or ' job 
d e s i g n ' . Cherns contention t o view the concept of QWL 
seems to be an inspiration taken from the movement s tar ted 
by Elton Mayo, Roethl isberger' and Dickson in 1 9 3 0 ' s , 
which i s known as 'human r e l a t i o n movement' - an employee 
o r i e n t e d approach for humanising t h e job. 
In the opinion of Menton (1979), QWL i s a 
r e l a t i v e l y new term for a bundle of old issues that have 
long been of in teres t to p h i l o s o p h e r s , theologians, s o c i a l 
s c i e n t i s t s , workers and employers. I t i s a broad term that 
can embrace every conceivable a s p e c t of work e t h i c and 
work condi t ions , workers e x p r e s s i o n s of s a t i s f a c t i o n and 
d i s s a t i s f a c t i o n , managerial concerns about e f f i c i e n c y of 
output and broaden considerat ion of soc ia l cohesion and 
s t a b i l i t y . 
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The movement for improving QWL is so popular that 
it has occupied increasing interest and importance in both 
developed and developing countries of the world. Saiyadain 
(1977) has rightly pointed out that the importance of QWL 
in India seems to be more broaden than many labour 
legislations inacted to protect the workers. Indian labour 
legislations have its major focusses on job security and 
economic growth to the employees. 
Keeping in view the importance of QWL the 
'American Society of Training and Development", 
established a task force of the QWL in 1979 which defined 
it as "A process of work organizations which enables its 
members at all levels to actively participate in shaping 
the organizational environment, methods and outcomes. This 
value based process is aimed towards meeting the 
twin-goals, i.e. enhanced effectiveness of organization 
and improved quality of life at work for employees" 
(Skroun, 1980) . 
The definition proposed by the task force of the 
American Society of Training and Development have clearly 
and precisely elaborated the objectives of QWL programmes 
at work. 
On the basis of the available survey of 
literature, Nedler and Lawler (1983) came to conclude that 
the definition of QWL underwent several changes and 
modifications with regard to its conceptual understanding. 
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In fact , they came across six s ignif icant def in i t ions of 
the term which modified through various s t ages depending 
upon the type of work environments. 
According t o Nedler and Lawler (1983) the f i r s t 
def ini t ion of t he term 'Quality of Work Life* came into 
prominence during the period between 1959 t o 1972. In th i s 
f i r s t stage of t h e emergence of QWL i t was conceived as a 
var iab le . 
Hence, t he emphasis was on the ind iv idua l workers' 
reaction to the personal consequences of the work 
experience as job s a t i s f a c t i o n , job mot ivat ion, mental 
heal th , e t c . 
During the period 1969 and 1974 the concept of QWL 
was defined as an ' approach ' . This def in i t ion focussed i t s 
emphasis on t he indiv idual worker and neglected the 
organizational outcomes. To the present i nves t iga t ion th i s 
def ini t ion seems to be incomplete as for over -a l l 
organizational productive efficiency both individual 
worker's s t a t e of l i v ing as well as organizat ional 
outcomes are equal ly important, hence both should be 
equally taken care of. 
In the same period between 1969 t o 74 the thi rd 
defini t ion emerged and the QWL was defined as 'methods' . 
This approach of the term focussed QWL as a se t of 
methods, approaches, or technologies for enhancing the 
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work environment as to make it more productive and 
satisfying. 
Keeping in view of the above definition of QWL it 
is amply clear that the concept encompasses the whole 
aspect of working environment that might be influencing 
the quality of life of individual worker in the job 
situation. Nedler and Lawler (1983) pointed out that 
"Quality of Working Life is a way of thinking about 
people, work and organizations". In the light of this 
definition, QWL does not only focus on how people can do 
work better, but how work may cause people to be better. 
According to Reddy (1985) the concept of QWL has 
been viewed differently. He pointed out that QWL is viewed 
as "work redesigning in U.K., it is "humanization of work 
programme" in West Germany, and for the Japanese it is 
"improving the quality of products". It is interesting to 
mention here that Japanese appeared to initiate quality 
circle movements in a large way in their industries, and 
gradually quality circle programmes dominated the western 
world and the European organizations. This programme was 
initiated in the larger interest with the objective of 
humanising the work culture. This, it contributed towards 
improving the quality of life of employees at work. 
Having discussed the concept of QWL in its 
historical perspectives it is pertinent to give a detailed 
description of the researches available in this area so as 
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t o impress the s ign i f i cance of the problem undertaken for 
t he present i nves t i ga t i on . 
A look over the a v a i l a b l e survey of l i t e r a t u r e i t 
i s c lear ly found t h a t QWL s t u d i e s , have been general ly 
conducted in r e l a t i o n t o job s a t i s f ac t i on across 
managerial l eve l s , o rgan iza t iona l climate as well as 
cu l tu ra l differences as causing QWL. 
The chronological descr ip t ion of s tudies of QWL in 
r e l a t i o n to d i f ferent v a r i a b l e s wi l l now be discussed in 
t he foregoing wr i t i ngs . 
In one of the s t u d i e s by Payne and Pheysey (1971) 
organizational cl imate s c a l e s were corre la ted with the 
t h r e e facets of Job Descr ip t ive Index Scale v i z . , 
s a t i s f ac t ion with work, supervis ion and pup i l . The study 
was conducted on a sample consist ing 348 managers, 
supervisors and s ta f f pe r sonne l , and posi t ive c o r r e l a t i o n s 
were obtained between a posi t ive percept ion of 
organizational cl imate and job s a t i s f a c t i o n . 
As has been pointed out by Payne and Pheysey t h a t 
organizational cl imate i s pos i t ive ly r e l a t ed t o job 
sa t i s f ac t ion to h igh l igh t t he qual i ty of employees work 
l i f e . I t i s important t o mention here t h a t job 
sa t i s f ac t ion i s an i n d i c a t i o n of posi t ive QWL. Hence, 
whatever, the s tud ies a r e being put- for th on job 
sa t i s f ac t ion would be determining the r e l a t ionsh ip of some 
va r i ab le with qua l i ty of work l i f e as job s a t i s f a c t i o n i s 
a good indicator of qua l i t y of work l i f e . 
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A Study conducted by Pestonjee in 1973 reported 
supportive organization t o be pos i t ive ly re la t ed t o 
workers' morale and job s a t i s f a c t i o n . S imi lar ly , in a 
study conducted by Schneider and Snyder (1975) i t was 
found that climate and s a t i s f a c t i o n are p o s i t i v e l y 
corre lated and almost the same resul t was found in a study 
of L a f o l l t e and Sims as they found organizational c l i m a t e 
and organizational p r a c t i c e s re lated to job s a t i s f a c t i o n . 
In one of the very interest ing researches 
conducted by Rajappa (1978) i t was found t h a t 
organizat ions with achievement-oriented c l imate were 
h igh ly productive organ iza t ions . 
In a veiry comprehensive study conducted by Kumar 
and Bohra (1979) on the re la t ionsh ip of workers' job 
s a t i s f a c t i o n with t h e i r perception about e x i s t i n g 
organizat ional c l imate , the obtained resu l t c l e a r l y 
pointed out that perce ived organizational c l i m a t e 
s i g n i f i c a n t l y e f fect worker's job s a t i s f a c t i o n . The 
workers perceiving e x i s t i n g organizational c l i m a t e as 
democratic were found t o be highly job s a t i s f i e d compared 
t o those perceiving organizat iona l climate as a u t o c r a t i c 
or undecided. 
In another study Sharma (1983) inves t iga ted t h e 
importance of organizat ional climate for employees 
mot ivat ion and s a t i s f a c t i o n a t work. The study c o n s i s t e d 
of 50 industr ia l organizat ions which were surveyed by the 
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inves t iga to r . She observed on the basis of the survey tha t 
the work re la ted f a c e t s l i k e , grievance handling, 
recognit ion, oppor tun i t i e s for growth and development and 
pa r t i c ipa t ive management have been found t o be the 
important factors for healthy organizational cl imate, 
which enhances work motivat ion and sa t i s fac t ion of the job 
incumbents. Almost t he same resu l t s were obtained by 
Srivastava and Pratap (1984) who found a s ign i f i can t 
pos i t i ve r e l a t ionsh ip between posi t ive percept ion of 
organizational c l imate and job sa t i s f ac t ion . 
Apart from t h e above s tudies QWL has a l so been 
s tudied in r e l a t i o n t o managerial l e v e l s . Extensive 
s tud ie s have been conducted on need s a t i s f a c t i o n and job 
sa t i s f ac t ion across managerial levels as these two are 
important perceived determiners of quali ty of work l i f e . 
Maslowian need-hierarchy theory of job motivation (1954) 
and i t s modified ve r s ion by Porter (1961) have been 
important approaches for studying need s a t i s f a c t i o n a t 
work and work mot ivat ion . Por te r (1961) taking i n s p i r a t i o n 
from Maslowian (1954) model did a s igni f icant work and 
establ ished that the h igher order needs are d i f f e r e n t i a l l y 
s a t i s f i e d a t various managerial levels in an o rgan i za t i on . 
Since Por ter ' s work, scores of s tudies have been 
conducted. 
The phenomenon of need sa t i s f ac t ion on need 
deficiency of var ious profess ional groups have a t t r a c t e d 
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the a t t e n t i o n of psychologists not only in India but 
almost in a l l the developing coun t r i e s of the world. 
Johnson and Marcrum (1968) conducted a study on 
th ree d i f f e ren t levels of army o f f i ce r s and found tha t 
perceived deficiency in need fu l f i lment tend to increase 
a t successively lower levels and they found cravings for 
esteem and autonomy needs a t almost a l l l eve l s . 
Coste l lo and Sang (19 74) on the basis of t h e i r 
i nves t iga t ion reported that majori ty of the job incumbents 
of publ ic ly owned u t i l i t y firms were sa t i s f ied with 
secu r i ty and social needs but were dif ferent in the 
fulf i lment of higher order needs - self-esteem, autonomy 
and s e l f - a c t u a l i z a t i o n . The study made by Rhinehert, e t 
a l . (1969) on managers and compared the managers working 
in Govt, agencies with those from business and indus t ry . 
They found tha t perceived def ic iency in need fulfilment 
l i k e l y to increase successively a t lower levels which was 
almost s imi la r to the f indings of Johnson and Marcrcan 
(1968). Moreover, th i s study a l so revealed tha t 
d i s s a t i s f a c t i o n was found g r e a t e r among the managers of 
government agencies compared to the managers of business 
and indus t ry . 
Wance (1970) compared need fulfilment and 
s a t i s f a c t i o n of 675 commissioned o f f i ce r s at three l eve l s 
of mi l i t a ry grades who were serving in command and f ive 
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different types of staff assignment. The findings 
advocated that decrease in d i s sa t i s fac t ion among the 
higher organizational ranks was not found to substantiate 
ear l i er findings but significant differences in need 
fulfilment and dissatisfaction were observed between the 
five different types of staff. 
The studies reported above were a l l representing 
the scenario of the developing countries but a very few 
studies have been conducted to inves t iga te the problem of 
industr ia l ly developing and under-developing countries. In 
India no attempts were made to measure need deficiency 
among government servants t i l l mid 1980s. As witnessed 
from the survey of l iterature that f i r s t attenpt in this 
area was made by Akhtar, Khan and Ansari (1987) who have 
conducted a study on perceived need deficiency among three 
types of government servants namely, judiciary-men, police 
o f f icers and personnels in administration. Findings of 
this study were generally found in agreement with Porter's 
f indings, but some discrepancies could have been found, 
therefore, i t i s seen that craving to f u l f i l se l f -
actual izat ion need were almost equal for a l l three groups 
but lower order needs such as securi ty and social had 
deficiency for the police, hence, contradicts Porter's 
contentions. Moreover, the study also interestingly 
depicted that judges expressed more craving for esteem 
need as compared to the people in administration. 
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Therefore, study provides QWL determinants in terras of 
needs deficiency and fu l f i lment . 
Mathur and Paranjpe (1988) reported s igni f icant 
re la t ionship of o v e r a l l job sa t i s fac t ion with QWL feelings 
and conditions. 
In an study conducted by Anuradha Sharma (1989) on 
humanization of work and job performance. On the bas is of 
the findings she highl ighted quality of work l i f e and 
organization design as important dimensions of 
organizational func t ion ing . 
Very r e c e n t l y , Sehgal and Rana (19 90) made a 
comparative study of male and female managers in the 
perception of QWL and they obtained sex dif ference on the 
perception of q u a l i t y of work l i f e . 
Having e labora ted studies per ta in ing to job 
involvement and q u a l i t y of work l i f e in the preceeding 
descr ip t ions , i t i s necessary a t th i s juncture to putforth 
such studies which have been done on the same l i n e , the 
present study has been carr ied out. These fol low. 
The study of Dhillon and Dandona (1990) here 
receives special mention as the i r study e n t i t l e d , "Quality 
of work l i f e and job involvement : A comparative study of 
managers of Public and Pr iva te Banks" i s amost s imi l a r to 
the present endeavour though, biographies have not been 
underteiken. The f indings of the study advocate s ign i f i can t 
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difference in t h e QWL variable re la ted t o job involvement 
in Public and P r i v a t e banks. 
In one s tudy, Karrier and Khurana (1996) found 
that managers with higher job s a t i s f a c t i o n and more job 
involvement had the perception of higher QWL. Srivastava 
(1996) po ints out that organizational c l i m a t e and higher 
order needs ( s e l f esteem, autonomy, and se l f 
ac tua l i za t ion) are found to be p o s i t i v e l y re la ted to job 
involvement. I t i s necessary to point out a t t h i s juncture 
that t h i s s tudy has not denoted the v a r i a b l e s which had 
been undertaken for study as the term QWL but 
organizational c l i m a t e , higher order needs and a l l other 
b i o - s o c i a l needs are the determinants of Qual i ty of work 
l i f e . Therefore i t i s not always necessary t o use the term 
QWL but the v a r i a b l e s are a t t r i b u t e d t o the aspect 
referring t o q u a l i t y of work l i f e . This i s t h e case here 
as well as the s t u d i e s which have a lready been discussed 
or referred i n the preceeding w r i t i n g s . Very recently , 
Nasreen and Ansari (1997) studied on supervisors and 
middle l e v e l managers and reporteld t h a t socio-psycho 
personal i ty v a r i a b l e s fa i l ed to in f luence QWL perceptions. 
In a s imi lar e f f o r t Barkat and Ansari (19 97) found 
s i g n i f i c a n t i n f l u e n c e of job tenure and number of 
promotions earned on perceive QWL. 
The above l a s t two studies though have not been 
studied in r e l a t i o n to job involvement but seems to be 
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very important to h igh l igh t the r e l a t i o n s h i p of 
biographical and psycho-social personali ty v a r i a b l e in 
r e l a t i on to quali ty of work l i f e . I t i s a lso necessary to 
put forth the view t h a t t he phenomenon of job involvement 
i s an outccMne of the percept ion of high qua l i t y of work 
l i f e in which the a spec t s l i k e iden t i f i ca t ion with work, 
organizat ion, as well as incumbents conducive condi t ions 
most appropriate to the work and working environment - as 
above a l l variables combined together determine the leve l 
of job involvement. 
At length, t e rmina t ing our discussion pe r t a in ing 
to the concepts of t he var iab les undertaken for the 
present invest igat ion and re la ted avai lable survey of 
l i t e r a t u r e , i t i s n e c e s s a r i l y an important function here 
t o elaborate once again t h e objective of the s t udy . The 
object ive of the present endeavour was so simple in words 
but had posed a l o t of challenge for t h e p resen t 
inves t iga tor in carrying out the research success fu l ly on 
the problem "A study of q u a l i t y of work l i f e and c e r t a i n 
biographical variables as c o r r e l a t e s of job involvement". 
The topic i t s e l f speaks about the objective and aim of the 
study but i t only i l l u s t r a t e s macro level p i c t u r e of the 
whole endeavour. The micro leve l comprehensive e f f o r t to 
a t t a i n the objectives of t he study are quiet ev iden t from 
the hypotheses which were formulated for empirical t e s t i n g 
through inves t iga t ion . 
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In t h i s s tudy, n u l l h y p o t h e s e s were formulated a s 
s t u d i e s i l l u s t r a t e d above have f a i l e d t o provide any c l e a r 
c u t d i r e c t i o n . The hypotheses f o l l o w i n d e t a i l . 
HYPOTHESES : 
Hoi : "Economic Benefi t" f a c e t s of QWL w i l l not be 
r e l a t e d t o job i n v o l v e m e n t i r r e s p e c t i v e of t h e 
p o s i t i o n of t h e f a c u l t y members and t h e i r 
d i s c i p l i n e . 
Ho2 : "Phys ica l working c o n d i t i o n " f a c e t s of QWL w i l l n o t 
be r e l a t e d t o Job i n v o l v e m e n t i r r e s p e c t i v e o f t h e 
p o s i t i o n of t h e f a c u l t y members and t h e i r 
d i s c i p l i n e . 
Ho3 : "Mental health" f a c e t o f QWL w i l l not be r e l a t e d t o 
Job Involvement i r r e s p e c t i v e o f t h e p o s i t i o n o f t h e 
f a c u l t y members and t h e i r d i s c i p l i n e . 
Ho4 : "Career Orientat ion" f a c e t of QWL w i l l not b e 
r e l a t e d t o Job Invo lvement i r r e s p e c t i v e o f t h e 
p o s i t i o n of the f a c u l t y members and t h e i r 
d i s c i p l i n e . 
Ho5 : "Advancement on mer i t" f a c e t of QWL w i l l no t b e 
r e l a t e d t o Job i n v o l v e m e n t i r r e s p e c t i v e o f t h e 
p o s i t i o n of t h e f a c u l t y members and t h e i r 
d i s c i p l i n e . 
Ho6 : "Ef fec t on personal l i f e " f a c e t of QWL w i l l not b e 
r e l a t e d t o Job Invo lvement i r r e s p e c t i v e o f t h e 
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posi t ion of t h e faculty members and the i r 
d i s c i p l i n e . 
Ho7 : "Union Management re la t ion" facet of QWL not be 
re la ted t o Job Involvement i r r e s p e c t i v e of the 
posi t ion of t h e faculty members and the i r 
d i s c i p l i n e . 
Ho8 : "Self Respect" f ace t of QWL wi l l not be re la ted to 
Job Involvement i r r e spec t ive of the pos i t ion of the 
faculty members and the i r d i s c i p l i n e . 
Ho9 : "Supervisory r e l a t i o n s " facet of QWL wi l l not be 
re la ted t o Job Involvement i r r e s p e c t i v e of the 
posi t ion of t h e faculty members and the i r 
d i s c i p l i n e . 
HolO : "Inter-Group r e l a t i o n s " facet of QWL w i l l not be 
re la ted to Job Involvement i r r e s p e c t i v e of the 
posi t ion of t h e faculty members and the i r 
d i s c i p l i n e . 
Holl : "Apathy" f ace t of QWL wi l l not be r e l a t ed t o Job 
Involvement i r r e s p e c t i v e of the pos i t ion of the 
faculty members and the i r d i s c i p l i n e . 
Hol2 : "Confidence in Management" facet of QWL w i l l not be 
re la ted t o Job Involvement i r r e s p e c t i v e of the 
posi t ion of t h e faculty members and the i r 
d i s c i p l i n e . 
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Hol3 : "Meaningful development" facet of QWL w i l l not be 
related t o Job Involvement i r r e s p e c t i v e of the 
pos i t ion of the faculty members and the ir 
d i s c i p l i n e . 
Hol4 : "Control, in f luence and part ic ipat ion" f a c e t of QWL 
wi l l not be r e l a t e d t o Job Involvement i r r e s p e c t i v e 
of the p o s i t i o n of the faculty members and the ir 
d i s c i p l i n e . 
Hol5 : "Employee commitment" facet of QWL w i l l not be 
related t o Job Involvement i r r e s p e c t i v e of the 
pos i t ion of the faculty members and the i r 
d i s c i p l i n e . 
Hole : "General l i f e s a t i s f a c t i o n " facet of QWL w i l l not 
be re la ted t o Job Involvement i r r e s p e c t i v e of the 
pos i t ion of the faculty members and t h e i r 
d i s c i p l i n e . 
Hol7 : "Organizational Climate" facet of QWL w i l l not be 
related t o Job Involvement i r r e s p e c t i v e of the 
pos i t ion of the faculty members and t h e i r 
d i s c i p l i n e . 
H0I8 : "Overall QWL" w i l l not be re la ted t o Job 
Involvement i r r e s p e c t i v e of the p o s i t i o n of the 
faculty members and the ir d i s c i p l i n e . 
H0I9 : "Job Tenure" w i l l not be related t o Job Involve-
ment i r r e s p e c t i v e of the pos i t ions of the f a c u l t y 
members and t h e i r d i s c i p l i n e s . 
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Ho20 : "No. of dependents" w i l l not be related to Job 
Involvement i r r e spec t ive of the posit ions of the 
faculty members and t h e i r d i s c i p l i n e . 
Afore-stated hypotheses c l e a r l y indicate the very 
purpose of the present endeavour which had been ca r r i ed 
out to f i l l the void of knowledge in t h i s a rea . The 
f indings of the invest igat ion w i l l help the organiza t ions 
in general and academic i n s t i t u t i o n s in p a r t i c u l a r to 
redesign the work condition through improving employees' 
( e spec ia l ly teachers) QWL for ge t t ing them high job 
involved and i t subsequently leading to e f f i c i en t and 
decent work performance. 
We are drawing the l i n e here to wind up t h i s 
chapter by giving las t word t h a t job involvement i s an 
outcome behaviour which cannot be enhanced and maintained 
un less human resources a re properly developed and then 
managed but these can not be s a t i s f a c t o r i l y a t t a i n e d 
without improving employee's QWL and by giving s p e c i a l 
a t t e n t i o n to employees' r e l a t e d of f - the- job problems. 
CHAPTER - I I 
M E T H O D O L O G Y 
METHODOLOGY 
For any s c i e n t i f i c research, methodology plays a very 
crucial r o l e . I t i s a matter of fact t ha t any kind of 
invest igat ion whether i t i s being carr ied out in humanities, 
social sc iences , commerce and management, na tu ra l sciences, 
or medical s c i ences , e t c ; a l l do opt some methodology based 
on ob jec t iv i ty . Edwards (1968) believed tha t "in research we 
do not haphazardly make observation of any and a l l kinds, 
but rather our a t t en t ion i s d i rec ted towards those 
observations t h a t we believe to be re levant to the questions 
we have previously formulated. The object ive of research, as 
recognized by a l l sc iences , i s to use observat ion as a basis 
for answering ques t ions of i n t e r e s t " . Edward's contention 
re f lec t s the point t h a t researches should be well planned 
and must be ca r r i ed out using sound means and techniques for 
inves t iga t ion . 
Researches always provide some knowledge and "the 
knowledge i s i nhe ren t ly a social commodity to be shared and 
used" (Runkel & McGrath, 1972). This idea revea ls to the 
fact as have been pointed out by Mohsin (1984) tha t if the 
social ccxnmodity, i . e . , "knowledge" i s being used by others 
than i t should be acceptable to them and the basis for 
knowledge, in f a c t should be known toge ther with the 
procedure adopted for ar r iv ing at i t . In view of the above 
description i t has been found tha t methodology i s the key 
element in ea r r ing out any kind of research a c t i v i t y . In a l l 
researches, the ob j ec t iv i t y of the inves t iga t ion i s 
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contingent upon the accuracy of research methodology. The 
choice of methodology for research i s determined by nature 
of the problem because every spec i f ic research demands a 
particular process and operations to be undertaken for 
carrying out invest igat ions . After careful formulation of 
the problem, the thing which i s of foremost importance i s 
the design of the research. 
Research design refers to a series of s t ipulated 
s c i e n t i f i c procedure which have their importance in carrying 
out the research and to draw unbaised inferences. According 
to Lindquist (1956) who pointed out that "research design i s 
the plans structure, and strategy of investigation conceived 
so as to obtain answer to research question and to control 
variance". Mohsin (1984) has already pointed out that 
"research design depicts the plan which states the re lat ion 
between observed facts and events on the basis of which 
conclusion could be drawn". He further explains that "it 
contains a built in system of checks against a l l factors 
that might affect the v a l i d i t y of the research outcome". 
Therefore, i t i s said that the choice of appropriate design 
depends upon the special character is t ics and ava i lab i l i ty of 
the sample, nature of measuring instruments and res t ra in t s 
regarding manipulation of variables being studied. 
Our understanding of research design helps in 
carrying out the invest igat ion to f u l f i l l ult imate 
objectives with utmost o b j e c t i v i t y . 
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The present endeavour was intended to study quality of 
work life and certain biographical variables (viz. job 
tenure, no. of dependents, in relation to job 
involvement}. Keeping in view the objective of the present 
study, the following steps have been undertiUcen for 
accomplishing the task leading to Ph.D. work. 
SAMPLE ; 
A sample may be referred t o a small group 
representing t o the e n t i r e population. A population i s a set 
of a l l p o s s i b l e observat ion on measurements of sane common 
character i s t i c s about which the researches are interested in 
gaining informat ion. Mohsin (1984} contended that sample i s 
a small part of the t o t a l e x i s t i n g e v e n t s , objects or the 
informations. Ker l inger (1983) b e l i e v e s t h a t "sampling i s 
taking any port ion of a population or universe as represen-
ta t ive of that populat ion o : universe". Thus, sampling i s a 
small portion of population s e l e c t e d for observat ion. By 
making observa t ions on the appropriate sample, i t i s 
possible to draw r e l i a b l e inferences or make general izat ions 
on the populat ion as a whole from where the sample i s 
drawn. ' 
The nature of the present study warranted us to 
choose the sample o f employees working in any organizat ion. 
I t i s evident from a v a i l a b l e survey of l i t e r a t u r e and to the 
best of knowledge of the present researcher , a very few 
studies have been carr ied out on the problem of qual i ty of 
45 
work life in relation to job-involvement and definitely none 
of the studies on the sample of University faculty members. 
Therefore, sample choice of University teachers is highly 
significant here as the study on this sample will identify 
the dimensions of quality of work life (QWL) and 
biographical variables like job tenure/ no. of dependents 
and influencing job involvement of the University 
teachers. Teachers are the mentors of the youths who are the 
future assets of the nation, hence, teachers' involvement 
and proficiency in their profession highly depends on the 
socio-psychological factors enhancing their perception 
towards overall QWL and its various facets. The sample 
consists of N = 300 drawn from the various faculties of 
Aligarh Muslim University Aligarh - one of the central 
university of this great Indian sub-continent. The sample 
characteristics have been given in detail in the Table 2.1 
and Table 2.2 
Table 2.1 
Sample Characteristics 
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Sample N Average 
Age 
(in years) 
Average 
Job tenure 
(in years) 
Average 
No. of 
Dependents 
Engineering Faculty (N=100) 
Professors 10 55.18 
Readers 40 45.4 
Lecturers 50 33.5 
Faculty of Science (N=100) 
Professors 10 57.05 
Readers 40 43.71 
Lecturers 50 35.21 
Faculty of Soc.Science « Arts (N=100) 
Professors 10 54.19 
Readers 40 40.30 
Lecturers 50 36.18 
30.45 
25.4 
8.71 
31.07 
22.13 
9.41 
31.96 
18.66 
8.78 
3.60 
5.41 
4.26 
4.18 
6.24 
5.10 
4.08 
5.19 
4.76 
Table 2.2 also highlights sample characteristics of 
Lecturers, Readers and Professors irrespective of their 
faculty association. 
Table 2.2 
Sample Characteristics 
(Hierarchy-wise irrespective of the faculties) 
Sample N Average 
Age 
(in years) 
Average 
job tenure 
(in years) 
Lecturers 150 
Readers 120 
Professors 30 
34.96 
49.10 
55.62 
8.97 
22.06 
31.16 
Avegage 
No. of 
Dependents 
4.7 
5.61 
3.95 
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The above sample have been drawn randomly from different 
above cited faculties keeping equal faculty-wise sample 
representation across hierarchical levels. 
The responsibilities of the various levels of 
teachers namely. Lecturers, Readers and Professors working 
in the different departments of the faculties of Engineering 
and Technology," Science; and Arts and Social Sciences, it is 
significant to point out that the three levels of teachers 
do not differ in the nature of their work except in the 
number of periods they have to teach in a day or per week. 
Lecturers usually have been entrusted with greater 
responsibilities of teaching i.e., far about 18 to 20 hours 
per week whereas, readers are liable to take 9 to 14 hours 
per week and usually professors do not exceed 9 hours per 
week except in a rare case. Apart from the difference in the 
teaching load there is no other difference in perks and 
benefits of these three levels of teaching professionals. So 
far as the difference in salary structure is concerned it is 
a universal trend that salary increases with the increasing 
hierarchy of the job incumbents and the same is true in the 
present case. 
DESCRIPTION OF THE TOOLS : 
In the study of human behaviour, psychological tests 
play a very significant role for understanding the behavior 
with outmost objectivity. Since, human behaviour are very 
complicated phenomena which vary from person to person and 
mood to mood in different socio-cultural milieu, age and in 
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time pe rspec t ive . Therefore, a psychological t e s t vrtiich i s 
meant for c h i l d r e n , cannot be applied on a d u l t s as well as 
what psychological t e s t s are considered t o be highly 
standardized today may become completely outdated on 
obsolete in f u t u r e . 
Since long , questionnaire has been a most favoured 
and convenient instrument in psychological researches. 
Developing ques t ionna i re and other psychological t oo l s , i s a 
painstaking process as standardization of a psychological 
t e s t involves t he process l ike r e l i a b i l i t y , va l i d i t y whicSi 
determine the ef f icacy and proficiency of a psychological 
t e s t . Hence, i t i s important that there must be an adequate 
selection of psychological t e s t to be used in behavioral 
inves t iga t ion . 
I t i s a l s o important to point out t h a t there i s no 
single psychological t e s t which can serve a l l round purpose 
of studying human behaviour. Hence, i t i s necessary to 
mention tha t f a r measuring each psychological aspect, 
different psychological t e s t s are deviced and used. A brief 
description of t he questionnaires used in t h e present larger 
invest igat ion follows : 
Quality of Working Life Inventory : 
This inventory has been developed by Sinha and 
Sayeed (1980). This scale i n i t i a l l y cons i s ted of the 18 
dimensions but f i n a l l y one dimension namely, job-s t ress has 
been dropped on the bas is of the r a t i n g s of judges. The 
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remaining 17 dimensions are (number of items have been 
writ ten in the brackets provided aga ins t each dimension). 
Economic benef i t s (4); Physical working condition (3) ; 
Mental s t a t e (6 ) ; Career-or ientat ions (3 ) ; Advancement on 
merit (5 ) ; Effect on personal l i f e ( 2 ) ; Union management 
r e l a t ions (2 ) ; Self respect (3 ) ; Supervisory re la t ionship 
(12); In t ra -group re la t ions (9) ; Apathy (2) ; Confidence in 
Management (3 ) ; Meaningful development (3) ; Control, 
influence and par t ic ipa t ion (11); Employee commitment (3) ; 
General l i f e sa t i s fac t ion (7) ; and Organizational climate 
(7) . ThuS/ the t o t a l inventory of q u a l i t y of working l i f e 
consisted of 85 statements (Appendix I ) . 
The authors of the QWL Inventory have the following 
meaning of the various 17-dimensions of the DWL scale : 
1. Economic benefi t : - Getting adequate monetary income and 
rewards. 
2. Physical working conditions : - Conditions affect ing 
physical comfort and convenience on and a t the job. 
3. Mental hea l th : - Feeling of depress ion o r being upset a t 
work. 
4. Advancement on Merit : - The extent t o which rewards a r e 
based on mer i t . 
5. Effect on personal l i f e : - Effect of job on personal 
l i f e . The Hangover effect on the worker which may be 
pos i t i ve or negat ive. 
6. Union Management re la t ions : - The r e l a t i onsh ip between 
union and management, consideration of each o the r ' s point 
of view. 
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7. Career Orientation :- Have opportunity for progress. 
8. Self respect :- The feeling of being treated with 
respect and due dignity. 
9. Supervisory Relations :- Mutual understanding and 
relationship with the supervisor. 
10. Intra-group Relations :- The way worker interact in a 
group. 
11. Apathy :- Workers concern for work. 
12. Confidence in Management :- Belief that management is 
aware of and has concern for workers problem and 
interest. 
13. Meaningful development : Opportunity to learn more and 
to use skills and abilities in a challenging way. 
14. Control, influence and participation : The extent of 
workers influence and control on their work« moreover 
I 
involvement in decision making. 
15. Employee commitment :- Loyalty to organization and 
concern for i t s future. 
16. General l i f e sat isfaction : Fulfilment of l i f e needs 
apart from the work s i tuat ion/ i . e . , in family, in 
soc i e ty . 
17. Organizational climate : The organizations outlook and 
approach in the interest of the workers for the 
betterment of the organizaiton. 
So far as the r e l i a b i l i t y of the inventory i s 
concerned i t i s found to be highly reliable as obtained 
value of coefficient al£*a 97 i s substantially very high. 
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The validity of the sub-scales reported to have obtained by 
means of known group methods. The t-ratio of the sub-scale 
ranges from 4.18 to 6.68, and subsequently, all the values 
of sub-scales are reported to have been significant beyond 
the level of .01, hence, the validity of the scale is 
confirmed. 
Biographical Information Blank (BIB) : 
Biographical Information Blank was prepared for 
recording biographies of the respondents. Keeping the record 
of the respondents' biographies has always been important as 
biographies serve important function in explaining the 
emerging trend of results but here biographical variables 
such as no. of dependents, job tenure, and have been 
specially taken to see the relationships of these to job 
involvement 
Job Involvement Scale : For assessing job involvement Lodahl 
and Kejner's (1965) scae was employed. The scale consists of 
20 items having four response alternatives : Strongly agree, 
agree, disagree, and strongly disagree. The maximum and 
minimum possible scores are 80 and 20 respectively. High 
scores indicates more job involvement and low score 
indicates less job involvement. The reliability of the scale 
was ranging between .72 and .89 (Lodahl and Kejner) by test 
re-test method. 
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STATISTICAL ANALYSIS : 
Keeping in view the objective of the study, 
correlational statistical technique was considered 
important to determine the relationship of QWL and certain 
biographical variables with job involvement, hence product 
moment coefficient of correlation was run to analyze the 
data. 
CHAPTER - I I I 
RESULTS AND DISCUSSION 
RESULTS AND DISCDSSION 
Present larger investigation was proposed to study 
QWL and certain biographical variables in relation to job 
involvement. The problem of study warranted us to apply 
only correlational technique for obtaining the results. 
Moreover, it seems important to point out the scheme for 
presenting the findings which will undertake the discussion 
faculty-wise across hierarchical levels. Hence, description 
of results and their discussion will be undertaken 
according to the tables given as under : 
1. Tables 3.1 and 3.6 will highlight the relationship of 
QWL (facet-wise as well as overall) and biographical 
variables with job involvement of Lecturers, Readers and 
Professors separately who are associated with the 
Faculty of Engineering. 
2. From Tables 3.7 to 3.12 will describe the relationship 
of QWL (facet-wise as well as overall) and biographical 
variables to job involvement of Lecturers, Readers and 
Professors separately attached to the Faculty of 
Science. 
3. Tables 3.13 to 3.18 highlight the relationship of QWL 
(facet-wise and overall) and biographical variables to 
job involvement of Lecturers, Readers and Professors 
separately associated with the Faculty of Arts and 
Social Sciences. 
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4. Tables 3.19 and 3.20 h i g h l i g h t the re la t ionship of QWL 
(facet-wise and ove ra l l ) and biographical var iab les 
with job involvement of the group of Lecturer 
i r r e s p e c t i v e of t h e i r associat ion to d i f fe ren t 
f a c u l t i e s . 
5 . Table 3.21 and Table 3.22 h igh l igh t the re la t ionsh ip of 
QWL (dimension-wise and overa l l ) and biographical 
va r i ab l e s with job involvement of the group of Readers 
i r r e s p e c t i v e of the f a c u l t i e s they belong. 
6 . T a b l e 3 .23 and Tab le 3 . 2 4 h i g h l i g h t t h e r e l a t i o n s h i p of 
QWL (d imens ion -wi se and o v e r a l l ) and b i o g r a p h i c a l 
v a r i a b l e s w i t h j o b i n v o l v e m e n t of t h e g r o u p of 
P r o f e s s o r s i r r e s p e c t i v e o f t h e i r f a c u l t i e s . 
The p r e s e n t a t i o n of t h e f i n d i n g s w i l l f o l l o w t h e 
same s e q u e n c e a s have b e e n m e n t i o n e d i n t h e p r e c e d i n g 
l i n e s . T h e r e f o r e , t h e r e s u l t s and d i s c u s s i o n w i l l b e 
p r e s e n t e d wi th t h e h e a d i n g s o f t h e f a c u l t y and t h e 
t e a c h e r s h i e r a r c h i c a l p o s i t i o n u n d e r d i s c u s s i o n . 
FACDLTY MEMBERS OF ENGItlEERING 
T e a c h e r s of t h i s f a c u l t y p o s s e s s d i f f e r e n t 
p o s i t i o n s , namely . L e c t u r e r s , R e a d e r s , P r o f e s s o r s and t h e 
d i s c u s s i o n of t h e r e s u l t w i l l b e p r e s e n t e d s e p a r a t e l y f o r 
t h e s e t h r e e p o s i t i o n s . 
a ) LECTURERS : Tab le 3 . 1 shows t h e r e l a t i o n s h i p of QWL-
f a c e t s and o v e r a l l QWL w i t h j o b i nvo lvemen t c a l c u l a t e d by 
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Table - 3 .1 
Faculty of Engineering Lecturers 
Relationship of Qfa.-facet8 and overal l QHL with 
Job Involvement 
(N = 50) 
Variables r-value Level of 
Significance 
1 . Economic benef i t 
2. Phys i ca l working c o n d i t i o n s 
3 . Mental hea l th 
4 . Ca r e e r o r i e n t a t i on 
5 . Advancement on m e r i t 
6 . E f fec t of personal l i f e 
7 . Union management r e l a t i o n s 
8 . Se l f respec t 
9 . Supervisory r e l a t i o n s 
1 0 . In te r -Group r e l a t i o n s 
1 1 . Apathy 
1 2 . Confidence in Management 
1 3 . Meaningful developroent 
1 4 . C o n t r o l , in f luence and 
p a r t i c i p a t i o n 
1 5 . Employee commitment 
16. General l i f e s a t i s f a c t i o n 
1 7 . Organ iza t iona l c l i m a t e 
1 8 . O v e r a l l QWL 
41 
24 
39 
03 
32 
15 
03 
08 
13 
21 
18 
20 
17 
35 
.01 
Insignificant 
.01 
Insignificant 
:o5 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
.21 I n s i g n i f i c a n t 
.31 .05 
.03 I n s i g n i f i c a n t 
.16 I n s i g n i f i c a n t 
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correlat ional techniques . I t i s ev ident from the resul t s 
that out of 1 7 - f a c e t s of QWL only f i v e QWL-dimensions 
v i z . . Economic Benef i t (r = .41) ; Mental Health (r = .39); 
Advancement on Merit (r = .32 ) , Control , Influence and 
Part ic ipat ion (r = .35) and General L i f e Sat i s fac t ion 
(r = .31) have been s t a t i s t i c a l l y found s i g n i f i c a n t l y 
related to job involvement as f i r s t two c o r r e l a t i o n s were 
s igni f icant a t .01 and the remaining three were 
s ign i f i cant a t .05 l e v e l s of s i g n i f i c a n c e . I t therefore, 
found that hypotheses Hoi, Ho3, Ho5, Hol4, and Hol6 stand 
rejected. As a g a i n s t the a fore-mentioned f i v e QWL-facets 
remaining twelve f a c e t s have been rendered s t a t i s t i c a l l y 
ins ign i f i cant which refer that there i s no r e l a t i o n s h i p of 
these QWL f a c e t s with job involvement, hence, hypotheses 
related to these have been found accepted-
The f i v e QWL-facets which emerged as having 
pos i t ive and s i g n i f i c a n t re la t ionship with job involvement 
seem to be important that warrant us t o g ive the de ta i l 
descript ions about the reasons of such f ind ings that 
follow : -
1. Economic Benefit and Job Involvement : In the present 
day world, economic aspect is one of the essential 
determinants that determine the perception towards QWL of 
employees irrespective of their nature of work especially 
in Indian context. The teachers persent salary structure 
which was enforced in 1986 has provided a boost in 
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enhancing the teacher's self-esteem and the sense of 
having economic affluency, hence, economic benefit facet 
of QWL i s found to be posit ively and s ignif icant ly related 
to job involvement (Table 3 .1 ) . 
It i s imperative to point out at this juncture 
that the nature of task of the teacher i s as such where a 
teacher cannot work with job involvement leading to 
e f f i c ient work performance unless he i s free from a l l 
sorts of problems but especially problems having economic 
implications. It i s , therefore, found that the teachers of 
a university occupying the pos i t ion of Lecturers in the 
teaching profession are highly motivated towards their 
professional assignment and usually a Lecturer could take 
almost more than 20 periods of an hour long in a week and 
along with this his/her (Lecturer) i s also involved in 
carrying out task as a researcher that add qualification 
towards his /her professional experiences which i s 
perceived instrumental for bringing upward movement to the 
position of reader and there-after, to the position of 
professor. Hence, smooth functioning in carrying out work 
with high involvement i s largely dependent upon economic 
affluency leading to economic s a t i s f a c t i o n . 
MENTAL HEALTH AND JOB INVOLVEMENT : 
Mental health i s found to be s igni f icant ly related 
to job involvement (Table 3 . 1 ) . The finding seems to be 
quite rational in the sense that mental health i s very 
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much a function of economic adequacy t o t h e e x t e n t i t i s 
f u l f i l l i n g every day needs of job incumbents . 
This modem age according t o A l b r e c h t ( 1979 } i s 
t h e age of s t r e s s and t h e major cause of s t r e s s s p e c i a l l y , 
i n the present I n d i a n s i t u a t i o n i s caused by f i n a n c i a l or 
economic i n a d e q u a c i e s . There fo re , l e c t u r e r s en joy ing good 
s a l a r y s t r u c t u r e s i n c e a lmost more than two decades t h a t 
gene ra l ly keep them f e e l h igh ly economically s a t i s f i e d and 
subsequently compared. They a re m e n t a l l y ba lanced , 
emotional ly m a t u r e , s o c i a l l y respected and a l l t hese 
combined t o g e t h e r keep them job involved, h e n c e , mental 
h e a l t h i s found p o s i t i v e l y and s i g n i f i c a n t l y r e l a t e d t o 
job involvement. Moreover, mental hea l th i s a p r e r e q u i s i t e 
for teaching p r o f e s s i o n as i t leads t o r i c h in-coming of 
thoughts , i d e a s , deve lop ing and mainta in ing c<*erence in 
i d e a s , thoughts , and i n t h e i r expressions in t e a c h i n g and 
research whic^ have always been n e c e s s a r i l y Impor tan t 
a s p e c t s t o be t aken c a r e of during the s e l e c t i o n process 
of a teacher e s p e c i a l l y a t the i n d u c t i o n l e v e l and 
t h e r e a f t e r , in g i v i n g promot ions . However, m e n t a l h e a l t h 
he lps in enhancing pu rpos ive and meaningful involvement 
towards ones p r o f e s s i o n . 
ADVANCEMENT OH MERIT AND JOB INVOLVEMENT : 
QWL-facet namely, advancement on m e r i t found t o be 
s i g n i f i c a n t l y r e l a t e d t o job involvement ( r = . 3 2 ) . This 
f a c t o r seems t o be very important a t l e a s t f o r the 
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Lecturers who are usually quiet young, enthusiastic and 
dynamic in the fulfilment of their task and 
responsibilities and as a consequence to it they aspire 
fair upward mobility based on their merits. If such 
conditions are the major part of organizational policies 
then people may have greater concern in their task that 
keep them highly job involved. 
Here, it is necessary to point out that the two 
QWL-facets, namely, 'economic benefit* and 'mental health' 
which have already been discussed in the preceeding 
writings are well connected to the QWL-facet viz., 
'advancement on merit'. All the above three QWL-facets 
seems to be highly interrelated as 'advancement on merit' 
brings economic benefit other than extending the feeling 
of being elevated and these two in conjunction with each 
other help in developing and maintaining positive mental 
health. Therefore, all the above three facets of QWL are 
found to be highly correlated to job involvement 
(Table 3.1). 
CONTROL, INPLDENCE AND PARTICIPATION AND JOB INVOLVEMENT: 
These two variables, namely, 'control influence 
and participation' (I.V.) and job involvement (D.V. ) has 
also been found positively and significantly related to 
each other (r = .3 5) as evident from Table 3.1. It is 
pertinent to point out in support of the finding that 
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Lecturers i n academic i n s t i t u t i o n s e s p e c i a l l y in the 
un ivers i ty departments have a l o t of autonomy and 
involvement i n the various funct ions , both a t departments 
and u n i v e r s i t y l e v e l s . Aligarh Muslim University 
has a r e s i d e n t i a l character where teachers have to 
play greater ro le to run the u n i v e r s i t y functioning. 
Moreover, t e a c h e r s have greater ro le t o play in decis ion 
making process e i ther d i r e c t l y or i n d i r e c t l y in the form 
of t h e i r representat ive in the facu l ty departments as wel l 
as in the u n i v e r s i t y . This i s the reason why, QWL-facet 
•control in f luence and p a r t i c i p a t i o n ' has been found 
s i g n i f i c a n t l y re la ted to job involvement. 
I t i s a l s o very important to mention that each 
department of the university fio.a :^:^-^^^ the sample of the 
present p i e c e of research endeavour has been co l l e c t ed , 
has a committee namely. Board of Studies of the department, 
of which each and every teaching f a c u l t y i s a member 
i r r e s p e c t i v e of the i r hierarchial p o s i t i o n e i ther they are 
l e c t u r e r s , readers or professors . Such c o n s t i t u t i o n of the 
Board of S tud ie s where every teacher member has a d irect 
in tervent ion i n the dec i s ion making process of the 
department f e e l highly elevated that boost-up the ir s e l f -
esteem and consequently a l l these condi t ions keep them 
motivated and involved in the general functions of the 
department and in the teaching assignment with which they 
are e s p e c i a l l y , entrusted with. 
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GENERAL LIFE SATISFACTION AND JOB INVOLVEMENT : 
General l i f e s a t i s f a c t i o n i s an u l t i m a t e goal of 
o n e ' s l i f e endeavours which i s an outcome of t h e 
percept ion of QWL among a d u l t s whose l / 3 r d of a d u l t l i f e 
i s spent in working and subsequent ly , h a s g r e a t e r 
in f luence on a d u l t s ' g e n e r a l l i f e s a t i s f a c t i o n . Among t h e 
f a c t o r s which emerge a s impor t an t de te rminan t s of QWL a r e 
•economic b e n e f i t ' , 'men ta l h e a l t h ' ; 'advancement on 
m e r i t ' ; ' con t ro l i n f l u e n c e and p a r t i c i p a t i o n ' which e i t h e r 
independent ly or i n c o n j u n c t i o n with each o t h e r a r e most 
l i k e l y t o determine employees general l i f e s a t i s f a c t i o n 
with respect t o both o n - t h e - j o b and o u t s i d e - t h e - j o b 
c o n d i t i o n s . This i s t h e reason why, g e n e r a l l i f e 
s a t i s f a c t i o n of l e c t u r e r s has been found p o s i t i v e l y and 
s i g n i f i c a n t l y r e l a t e d t o job involvement. 
I t i s a l s o s i g n i f i c a n t to po in t o u t wh i l e 
advocat ing the s i g n i f i c a n t r e l a t i o n s h i p of g e n e r a l l i f e 
s a t i s f a c t i o n with job involvement t h a t peop le always 
ca r ry -on t h e i r home t r o u b l e s with them t o t h e o r g a n i z a t i o n 
hence home a f f a i r s a s w e l l a s o rgan i za t i ona l c o n d i t i o n s , 
i n conjunction with each o t h e r become i n s t r u m e n t a l t o 
i n f l uence o n e ' s job involvement and work pe r fo rmance . I f 
t h i s i s the s i t u a t i o n t hen people having poor g e n e r a l l i f e 
s a t i s f a c t i o n may not be h i g h l y job involved . Hence, i t i s 
indeed t r ue t h a t g e n e r a l l i f e s a t i s f a c t i o n and job 
involvement have a p o s i t i v e c o r r e l a t i o n which i s a l s o 
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found and verif ied through the present empirical piece of 
research endeavour. 
The above r e s u l t s and discussions were per ta in ing 
to the re la t ionship of QWL-facets and the t o t a l QWL with 
job involvement of Engineering faculty l e c t u r e r s and the 
proceeding discussions w i l l be related to the r e l a t i o n s h i p 
of biographical v a r i a b l e s with job involvement of t h e same 
group of l ec tu re r s who have been discussed in the 
preceding pages. I t i s again necessari lyimportant to 
mention that two b iographica l variables namely, job tenure 
and no. of dependents have been taken in t h i s 
invest igat ion (Table 3 . 2 ) . 
Table - 3.2 
Faculty of Engineering Lecturers 
Relationship of Biographical Variables with Job Involvonent 
(N = 50) 
Variables r-value Level of 
significant 
1. Job tenure 
2. Number of Dependents 
.09 In s ign i f i c an t 
- .27 In s ign i f i c an t 
Table 3.2 i n d i c a t e s that both job t enu re and 
number of dependents have been found s t a t i s t i c a l l y 
ins igni f icant ly r e l a t e d t o job involvement as t h e i r 
r -values .09 and - . 27 r e spec t ive ly are s t a t i s t i c a l l y found 
t o be ins igni f icant even a t .05 level of confidence. As 
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ev ident from resu l t (Table 3 .2 ) i t can be said without any 
reservat ion that in teaching profession, job tenure does 
not seem to be very important even for the group of 
l e c t u r e r s working in the facul ty of Engineering t o 
inf luence their job involvement as their job involvement 
i s l i k e l y to be determined from the knowledge, working 
condit ions and the ir mot iva t ions , though, motivation i s a 
funct ion of the oppor tun i t i e s the job provides for the 
attainment of basic as we l l as psychosocial needs . The 
o ther biographical v a r i a b l e s tha t i s number of dependents 
(r = - .27) i s a lso not found s ign i f i cant ly re la t ed t o job 
involvement but both no. of dependents and job involvement 
have been found i n v e r s e l y re la ted to each other which 
seems to be a l o g i c a l r e l a t i o n s h i p . It means t h a t h igher 
the number of dependents, l e s s e r the job involvement and 
l e s s e r the number of dependent, higher the job 
involvement. I t seems important to point out here that 
l e s s e r number should not be absolute zero because i t may 
most l i k e l y be instrumental for negatively in f luenc ing job 
involvement, though, because of our own l i m i t a t i o n s we 
could not explore t h i s a s p e c t , b u t certainly w i l l be taken 
up in future researches. 
b) READERS : Relat ionship of overa l l QWL and i t s var ious 
f a c e t s were a lso determined with job involvement for the 
Readers of the facu l ty of engineering and the obta ined 
f ind ings revealed, that three quality of work l i f e 
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Table - 3-3 
Faculty of Engineering Readers 
Relationship of QHL-facets and Overall QWL with 
Job- Involvement 
(N = 40) 
Variables r value Level of 
Significance 
1. Economic benef i t 
2. Physical working condi t ions 
3 . Mental hea l th 
4. Career o r i e n t a t i o n 
5. Advancement on meri t 
6. Effect of personal l i f e 
7. Union Management r e l a t i o n s 
8. Self respect 
9. Supervisory r e l a t i o n s 
10. Inter Group r e l a t i o n s 
11 . Apathy 
12. Confidence in Management 
13. Meaningful development 
14. Control, inf luence and 
par t ic ipa t ion 
15. Employee commitment 
16. General l i f e s a t i s f a c t i o n 
17. Organizational c l imate 
1 8 . Overall QWL 
.04 
.13 
.29 
.01 
.37 
.19 
. 0 2 
.43 
.16 
.15 
.09 
.31 
.08 
.17 
.27 
.41 
.01 
.18 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
Insignificant 
Insignificant 
.01 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
Insignificant 
Insignificant 
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dimensions viz., 'advancement on merit' (r = .37); 'self 
respect' (r = .43); and 'general life satisfaction' 
(r = .41) are found to be significantly related to job 
involvement. The findings have been given in Table 3.3. 
Apart from the above three facets - QWL, remaining 
14-facets of QWL and over-all QWL have been rendered 
statistically insignificant as the relationship of these 
variables with job involvement have been found positive 
but very low hence, hypotheses Ho5, Ho8, and Hol6 have 
been rendered rejected and remaining hypotheses related 
to overall QWL and its various facets stand rejected. The 
description of the QWL-facets having significant relation-
ship with job involvement follow : 
1) ADVANCEMENT ON MERIT AND JOB INVOLVEMENT : 
The factor of advancement on merit has special 
significance for the group of Readers of the faculty of 
engineering as they are in a mid-way in their three - step 
professional job hierarchy. They have already one step up 
and lagging behind one step down to the apex professional 
position for which they struggle believing that their work 
will be fairly rewarded like earlier promotion from the 
level of lecturer to Reader, hence, they are highly job 
involved in anticipation of the perception of being fairly 
rewarded. The pattern of the finding reveals the fact that 
if they are not being acknowledged fairly far upward 
mobility then they are most likely to be frustrated and 
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subsequently could find themselves lesser job involved. 
However, teachers especially the Readers of Engineering 
College usually perceive to be fairly treated and by 
virtue of Merit Promotion Scheme (MPS) they are enjoying 
in-time promotion, hence, 'advancement on merit'-facet of 
QWL has been found positively significantly related to job 
involvement. 
The same above factor viz., 'advancement on merit' 
could have already emerged positively and significantly 
related to job involvement for the group of Lecturers 
(Table 3.1). Where this factor was, viewed to be highly 
associated to 'economic benefit' and 'mental health' and 
thereby job involvement was anticipated as a function of 
'economic benefit', 'mental health' and 'advancement on 
merit' either independently or in conjunction thereof. 
Contrary to the above Readers of this faculty are most 
likely to be concerned about their self respect. It is 
usually observed that the group of Lecturers do not take 
care of their self respect- It is a matter of observation 
that Lecturers being young do not have too much distant 
relationship with the group of research scholars as well 
as with the post-graduate students whereas. Readers being 
senior usually try to keep their self respect intact and 
they very much feel insulted when they are not being 
respected by their students and the junior colleagues as 
well. The details of the relationship of self respect of 
job involvement will follow in the proceeding paragraph. 
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SELF RESPECT AND JOB INVOLVEMENT : 
Readers in the academic institutions especially in 
the universities generally occupy permanent position, 
hence their lower order needs (Maslow, 1943, 1954) are 
generally adequately satisfied and they struggle to 
fulfill their social as well as esteem needs. They do not 
even think to strive for self-actualizing need because 
even a professor who is above Readers, sometimes having 
the responsibility of headship may not have the 
opportunity to think of fulfilling the self actualizing 
need as the departments in the present headship-rotation 
era are quite democratic in functioning. Decisions 
pertaining to the department are generally taken in the 
meeting of the Board of Studies where every member either 
junior or senior have the equal right or say to present 
their views either sweet or sour except in a few 
situations like the selection committees where the seniors 
have the power to manipulate or handle the selection of 
the teachers either at the induction level or for 
promotional matters of the teachers. Probably, there is no 
other such situation where a professor can have his powers 
to influence their colleagues. 
In the light of the above contentions it seems 
true that Readers are found to be highly job involved 
because of their perception of getting fair advancement on 
merit as well as their realisation of self worth and 
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respect In t h e i r own eyes and in the eyes of others, e .g . 
professional col leagues , s tudents, family members and 
neighbours, e t c . 
GENERAL LIFE SATISFACTION AND JOB INVOLVEMENT ; 
The r e l a t i o n s h i p of these v i z . , general l i f e 
s a t i s f ac t ion and job involvement i s a l s o found to be 
posi t ive and s ign i f i can t as for the group of Readers of 
the facul ty of engineering. 'Advancement on merit ' and 
•self respect* being posi t ively and s i g n i f i c a n t l y related 
to job involvement leads to heighten t h e i r general l i f e 
sa t i s fac t ion and consequently a s a t i s f i e d Reader having on 
the job and off the job sa t i s fac t ion subsequently find 
smooth way for ge t t ing high job involvement in his work. 
Other explana t ion to t h i s re la t ionship s tands similar as 
have already been given while describing in the preceeding 
writings in the context of thesaoerelat ionship in table 3 . 1 . 
Table 3.4 advocates that job t enure and number of 
dependents - both biographical var iab les are 
i n s ign i f i can t ly r e l a t ed to job involvement as the i r values 
r = .15 and r = -04 respectively have s t a t i s t i c a l l y been 
in s ign i f i can t . Therefore, the f inding support the 
hypotheses Hol9 and Ho20 which advocate t h a t biographical 
var iab les , namely, job tenure and number of dependents 
wi l l not be r e l a t e d to job involvement. Exp la i nation to this 
effect remains the same as have already been given in case 
of Lec turers . 
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Table - 3.4 
Faculty of Engineering 
Reader 
Relationship of Biographical Variables with 
Job Involvement 
(H = 40) 
Variables r -va lue Level of 
Significance 
1. Job t enure 
2. Number of Dependents 
.15 Insignificant 
-04 Insignificant 
c) PROFESSORS : I t i s evident from Table 3.5 that a few 
QWL-facets l i k e 'economic b e n e f i t ' (r = .64), ' s e l f 
r e spec t ' ( r = .63) , ' con t ro l , inf luence and part icipation* 
(r = . 72 ) , and 'general l i f e s a t i s f a c t i o n ' (r = .67) a r e 
s t a t i s t i c a l l y found s i g n i f i c a n t l y related to job 
involvement. I t i s , therefore . Hoi, Ho8, Hol4, and Hol6 
stand r e j e c t e d . 
Apart from these above, remaining 13 dimensions of 
QWL as well as t o t a l QWL have not been found s igni f icant ly 
r e l a t ed t o job involvement, hence, hypotheses pertaining 
to these s tand accepted. Deta i l s of the s igni f icant 
r e l a t i o n s h i p follow : 
ECONOMIC BENEFIT AND JOB INVOLVEMENT : 
For the Professors of the facu l ty of engineering 
•economic bene f i t ' i s found s i g n i f i c a n t l y related to job 
involvement a t .05 level of s i g n i f i c a n c e . This facet of 
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Table - 3 .5 
Faculty of Engineer Professors 
R e l a t i o n s h i p of QflL-Facets and Overal l QWL with 
Job Involvoaent 
{H = 10) 
Variables r value Level of 
Significance 
1. Econanic benefit 
2. Physical working conditions 
3. Mental health 
4. Career orientation 
5. Advancement on merit 
6. Effect of personal life 
7. Union Management relations 
8. Self respect 
9. Supe rv i so ry r e l a t i o n s 
10. I n t e r Group r e l a t i o n s 
11 . Apathy 
12. Confidence i n Management 
13. Meaningful development 
14. C o n t r o l , i n f l u e n c e and 
p a r t i c i p a t i o n 
15. Employee commitment 
16. General l i f e s a t i s f a c t i o n 
17. O r g a n i z a t i o n a l c l imate 
18. O v e r a l l QWL 
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,42 
.03 
.17 
.27 
.09 
.13 
.63 
.12 
.21 
.33 
.44 
.69 
.72 
-23 
.67 
.18 
.35 
,05 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
Insignificant 
.01 
Insignificant 
Insignificant 
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QWL has a l s o been found s i g n i f i c a n t l y related to job 
involvement in case of Lecturers but the for 
s i g n i f i c a n t re la t ionsh ip for these two extreme groups 
(Lecturers » Professors) are d i f f e r e n t . Lecturers might 
have the craving for greater economic benef i t because of 
the ir i n i t i a l s tage establishment tha t require more and 
more money. On the other hand Professors who are usually 
well e s t a b l i s h e d but need t o have greated economic 
strength because the stage a t whic*i general ly they are, 
they have t o spend a lo t of money on the higher education 
of t h e i r c h i l d r e n , as well a s , the expenditures incurring 
in ce l ebra t ing the marriages of t h e i r ch i ldren . This i s 
the main reason why, their job involvement i s highly 
linked with the economic benefit they are get t ing on their 
job. I t i s a matter of fact that in Indian socio-cultural 
s e t up parents have to bear a l l the l i a b i l i t i e s of their 
children u n l e s s career-wise children are we l l equipped and 
e s t a b l i s h e d . Therefore, the l a s t decade of Professors' job 
tenure i s economically highly expensive and important both 
in terms of expenditures and sav ings as saving i s a 
necessary cond i t ion for ensuring b e t t e r qual i ty of l i f e 
after re t i rement . 
SELF RESPECT AND JOB INVOLVEMENT : 
S e l f respect an another QWL-facet which appeared 
to be s i g n i f i c a n t l y and p o s i t i v e l y re lated to job 
involvement for the group of Professors of the faculty of 
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engineering (Table 3 .5 ) - seems a l s o important l i k e the 
readers of the same f a c u l t y (Table 3 .3 ) as experiencing 
s e l f respect a t both horizontal and v e r t i c a l i n t e r a c t i o n s 
seems p r e r e q u i s i t e t o enhance one's psycho log ica l f ee l ing 
with respect t o q u a l i t y of l i f e . I t i s a l s o Important to 
point out here t h a t because of the impl i ca t ion of merit 
promotion scheme, abundance of professors are there in each 
department' and a l s o due t o leadership r o t a t i o n majority 
of the profes sors have l o s t the craving for s e l f -
actual is ing need , in general), except on a few occass ions 
where s e l f - a c t u a l i s i n g need temporarily g e t s ac t iva ted in 
new senior persons but generally they simply have a 
comfortable f e e l i n g of being a professor - an optimum 
cadre in teaching p r o f e s s i o n . 
CONTROL, INFLUENCE AND PARTICIPATION AND JOB INVOLVEMENT: 
I t i s j u s t mentioned above that Pro fe s sors ' by 
implication of MPS and headship rotat ion now rare ly think 
of f u l f i l l i n g t h e i r s e l f - a c t u a l i s i n g need but i t i s a 
matter of fac t tha t they are at such s t a g e of the ir 
professional cadre where job involvement seems t o be the 
function of c o n t r o l , inf luence and p a r t i c i p a t i o n - one of 
the QWL-facets. I t i s therefore, e v i d e n t l y true that 
Professions have a t l e a s t the cognizance of the ir 
superiority and consequently have a d e s i r e e i t h e r at 
conscious or unconscious leve l to be the member of 
committees for c o n t r o l l i n g and inf luenc ing d e c i s i o n s / 
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decis ion makers a t both ho r i zon ta l and v e r t i c a l l e v e l s . 
Moreover, t h i s i s t o say t h a t craving fo r s e l f esteem need 
( se l f r e s p e c t ) i s a dominant QWL-facet which i s 
s i g n i f i c a n t l y and p o s i t i v e l y r e l a t ed t o job invo lvement . 
But craving t o f u l f i l s e l f - a c t u a l i s i n g need ( i . e . , 
c o n t r o l , i n f luence and p a r t i c i p a t i o n of Maslowian need-
hierarchy model (1943, 1954) and 'autonomy need* of 
P o r t e r ' s model (1961) can not be overlooked a s t h e s e a r e 
the most i n e v i t a b l e f a c t o r s governing p r o f e s s o r s behaviour 
p a r t i c u l a r l y i n t h e c a p a c i t y of be ing a Chairman/ 
Chair-person and t h e a l l owing to the f u l f i l m e n t of h igher 
order needs subsequen t ly make them job i n v o l v e d . 
GENERAL LIFE SATISFACTION AND JOB INVOLVEMENT : 
Because of good economic c o n d i t i o n s , f e e l i n g of 
s e l f respect and g r e a t e r avenues to have c o n t r o l i n f l u e n c e 
and p a r t i c i p a t i o n , and genera l l i f e s a t i s f a c t i o n of the 
professors of t h e f a c u l t y of e n g i n e e r i n g , e i t h e r 
independently or i n con junc t ion with each o t h e r a r e most 
l i k e l y to be i n s t r u m e n t a l t o enhance job i n v o l v e m e n t . 
I t i s a common observat ion t h a t a l l people 
i r r e s p e c t i v e of t h e i r h i e ra rchy age o r soc io -economic 
background have some s t r e s s in t h e i r l i f e bu t g e n e r a l l i f e 
s a t i s f a c t i o n in a g l o b a l sense i s more i m p o r t a n t to 
enhance mot iva t ion and i n t e r e s t in c a r r y i n g out 
r e s p o n s i b i l i t i e s they a r e ent rus ted w i t h , t h e same i s 
found here t h a t p r o f e s s o r s of the f a c u l t y of e n g i n e e r i n g 
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have greater l i f e s a t i s f a c t i o n hence are highly job 
involved (Table 3 .5 ) . 
I t i s a lso evident from the pattern of r e s u l t s 
t h a t for the professors of t he faculty of engineering the 
above factors have been found s ignif icant ly and p o s i t i v e l y 
r e l a t e d to job involvement, seem to be emerging as 
motivators and a re most l i k e l y to boost up level of 
s a t i s f ac t i on and Involvement a t work. 
Table 3.6 h i g h l i g h t s the re la t ionship of job 
t enure and no. of dependents with job involvement and i t 
i s found tha t the f a c t o r s of no. of dependents i s 
pos i t i ve ly and s i g n i f i c a n t l y re la ted to job involvement 
Table - 3.6 
Faculty of Engineering 
Professors 
Relationship of Biographical Variables with Job Involvement 
(N = 10) 
Variables r-value Level of 
Signif icance 
1 . Job tenure 
2 - Number of Dependents 
.43 Ins ign i f i can t 
.67 .05 
(r = .67) for the engineering faculty professors . I t i s 
necessary to point out here t h a t usually the professors 
having re la t ive ly more ch i ld r en but since a few of them 
(chi ldren) are well s e t t l e d so they are no more the burden 
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or remain dependent over their parents, hence the 
professors at this stage have greater job satisfaction and 
job involvement too as work inhibiting factors are found 
neutralised. 
PACDLTY OF SCIEIICE 
Now, on-going description of results and their 
discussions are pertaining to the teachers of the faculty 
of science. Here, again the descrption of results and 
their discussion will proceed position-wise separately as 
have already been done in case of the teaching members of 
the faculty of engineering . 
a) LECTURERS : 
Table 3.7 provides a c lear p ic ture of the 
r e l a t i onsh ip of various QWL-facets and overal l QWL with 
job involvement. I t i s amply c l e a r from the c o r r e l a t i o n a l 
values that QWL-facets v i z . , economic benefi t , physical 
working conditions, supervisory re la t ions and apathy have 
been found s ign i f ican t ly and pos i t ive ly re la ted to job 
involvement as the i r s t a t i s t i c a l values r = .35, r = . 43 , 
r = .41 and r = .42 a r e found s ign i f i can t . I t i s , 
t he r e fo re , necessary t o po in t out that our hypotheses 
pe r ta in ing to economic bene f i t ( i . e . Hoi), phys ica l 
working conditions ( i . e . Ho2) , supervisory r e l a t i o n s ( i . e . 
Ho9) and apathy ( i . e . Holl) s tand rejected as these f ace t 
of QWL are s ign i f i can t ly r e l a t ed to job involvement, 
whereas, remaining hypotheses pertaining to o ther QWL 
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Table - 3.7 
Faculty of Science Lecturers 
Relationship of QWL-facets and Overall QHL with 
Job Involvement 
(N = 50) 
Variables r value Level of 
Significance 
1. Economic benef i t 
2. Physical working conditions 
3. Mental hea l th 
4. Career o r i en t a t i on 
5. Advancement on merit 
6. Effect of personal l i f e 
7. Union Management relat ions 
8. Self r e spec t 
9. Supervisory re la t ions 
10. In te r Group re la t ions 
11. Apathy 
12. Confidence in Management 
13. Meaningful development 
14. Control, influence and 
p a r t i c i p a t i o n 
15. Employee commitment 
16. General l i f e sa t i s fac t ion 
17. Organizat ional climate 
18. Overa l l QWL 
35 
43 
05 
16 
21 
17 
03 
19 
41 
03 
42 
06 
28 
18 
22 
15 
27 
21 
.05 
.01 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
Insignificant 
.01 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
77 
dimens ions have been found a c c e p t e d . The d e s c r i p t i o n of 
t h e s i g n i f i c a n t QWL f a c e t s i n f l u e n c i n g job i n v o l v e m e n t 
f o l l o w : 
ECONOMIC BENEFIT AND JOB INVOLVEMENT : 
These two v a r i a b l e s have been found s i g n i f i c a n t l y 
r e l a t e d t o job invo lvement and t h e same p a t t e r n of f i n d i n g 
have a l s o been found i n c a s e o f the same cadre o f t e a c h e r s 
o f t h e f a c u l t y of e n g i n e e r i n g . Hence, t h e e x p l a n a t i o n 
which have already been g i v e n i n c a s e of l e c t u r e r s o f t h e 
F a c u l t y of Engineering s t a n d t h e same here . 
PHYSICAL WORKING CONDITIONS AND JOB INVOLVEMENT : 
I t i s i m p e r a t i v e t o p o i n t out a t t h i s j u n c t u r e 
t h a t p h y s i c a l working c o n d i t i o n s f o r the t e a c h i n g s t a f f o f 
t h e f a c u l t y of s c i e n c e i s n e c e s s a r i l y important t o make 
them job i n v o l v e d . T h i s i s because of t h e r e a s o n t h a t 
p a r t i c u l a r l y , in t h e f a c u l t y of s c i e n c e r e s e a r c h e s o r 
e m p i r i c a l i n v e s t i g a t i o n s c o u l d not be c a r r i e d out u n l e s s 
i n f r a s t r u c t u r e s are a v a i l a b l e and p h y s i c a l work ing 
c o n d i t i o n s are c o n d u c i v e . I t i s a l s o n e c e s s a r y t o p o i n t 
out t h a t the academic i n s t i t u t i o n from where t h e s a m p l e o f 
t h e p r e s e n t study have been c o l l e c t e d p o s s e s s t w o - f o l d 
working nature of t h e t e a c h i n g members. These a r e 
t e a c h i n g and research and f o r both o f t h e s e cood p h y s i c a l 
working c o n d i t i o n s a r e n e c e s s a r y f o r enhancing f a c u l t y 
members jnot ivat iojmu^tt i j^^ job invo lvement . G e n e r a l l y , 
t e a c h i n g kt&f^^f^Giis f a B o T t ^ h a v e s e p a r a t e w e l l e q u i p p e d 
k'^'^^o^ ^.^ 
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labs where they supervise their students as well as they 
are busy in conducting their onw researches. Both the 
activities combined together enrich their qualifications 
that are usually considered for promotion and because of 
this specific reason lecturers of this faculty being 
young, energetic and enthusiastic keep themselves highly 
involved in both teaching and research to project their 
better and qualified image. 
SUPERVISORY RELATIONS AND JOB INVOLVEMENT: 
Supervisor-subordinate relationships have been 
found very important for good productive performance 
particularly in this moder age. This particular 
relationship is perceived to be important especially in 
the academic institutions where this aspect plays a very 
important role other than the qualifications in teaching 
and research in the event of promotion. As the already 
been pointed out in the preceeding discussion, lecturers 
generally being young and highly enthusiastic are most of 
the time psychologically forced to maintain their good 
relations with their supervisors or bosses to get easy 
upward movement. On the other hand, these young teachers 
generally have good relations with their research 
students because the lesser gap in their ages as well as 
these students are usually instrumental in building a 
good image of their supervisors which also do helg^ in 
generating and enhancing the image of their supervisors. 
7 8 ( a ) 
Because of these several reasons supervisory r e l a t i o n s a re 
found s igni f icant ly important and re la ted to job 
involvement. 
APATHY AND JOB INVOLVEMENT i 
Apathy - one of t h e QWL-facets seems to be a very 
s i gn i f i c an t factor for enhancing job involvement. I t i s 
usua l ly observed tha t the teachers of the facul ty of 
sc ience par t i cu la r ly l e c t u r e r s have a greater concern for 
t h e i r work special ly in t h e research a c t i v i t i e s hence 
t h e i r concern to t he i r work has been found instrumental t o 
develop posi t ive and s i g n i f i c a n t re la t ionship of apathy 
with job involvement. In t he preceeding d iscuss ions , i t 
has already been pointed out t h a t teachers of the sc ience 
facu l ty have well equipped separate labs which in tu rn 
keep them more concern about the f rui t ful u t i l i t y of t h e 
in f r a s t ruc tu re avai lable and subsequently t h i s continous 
concern make the^vi highly job involved both a t 
psychological and physical l e v e l s keeping them p r a c t i c a l l y 
dynamic, functional and r e s u l t - o r i e n t e d . 
Table 3.8 shows the re la t ionship of biographical 
va r i ab l e s namely, job t enure and number of dependents t o 
job involvement. The f indings of the re la t ionship revea l 
t h a t ne i the r job tenure nor number of dependents a r e 
s i g n i f i c a n t l y re la ted t o job involvement as t h e i r 
c o r r e l a t i o n a l values r = .08 and r = .17 respect ively be«i 
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rendered statistically highly insignificant. Therefore, 
Hol9 and Ho2 0 stand acceptable. 
Table - 3.8 
FacDlty of Science 
Lecturers 
Relationship of Biographical Variables with Job Involv 
(N = 50) 
Variables r -va lue Level of 
Significance 
1. Job tenure 
2. Number of dependents 
.08 Insignificant 
.17 Insignificant 
Obtained insignificant relationship of job tenure 
and number of dependents seem to be because of the reason 
that lecutrers being young have relatively low job tenure 
and lesser number of dependents and moreover, for them 
goody-goody relations, their image among the colleague 
members, continuous efforts of making the job assured and 
in getting promotions. Hence, job tenure and no. of 
dependents have been found non-cognizent among them as 
factors enhancing their job involvement. 
b) READERS : 
Table 3.9 indicates the r e l a t i o n s h i p of QWL facets 
and o v e r a l l QWL to job involvement for the group of 
Readers of t h e faculty of sc ience. I t i s evident from the 
table t h a t only three QWL-factors namely, economic benefit 
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Table - 3.9 
Faculty of Science Readers 
Relationship of QHL-facets and Overall QHL with 
Job Involvement 
(R = 40) 
Variables r value Level of 
Significance 
1. Econonic benefit 
2 . Physical working cond i t ions 
3 . Mental health 
4 . Career orientation 
5. Advancement on merit 
6. Effect of personal l i f e 
7. Union Management r e l a t i o n s 
8. Se l f respect 
9. Supervisory r e l a t i o n s 
10- Inter Group re la t ions 
11 . Apathy 
12 . Confidence in Management 
1 3 . Meaningful development 
14. Control, influence and 
part ic ipat ion 
15 . Employee conmitroent 
16 . General l i f e s a t i s f a c t i o n 
17. Organizational c l imate 
1 8 . O v e r a l l QWL 
.47 
.29 
.05 
.09 
.12 
.08 
.09 
.29 
.12 
.21 
.18 
.17 
.08 
.13 
.18 
.26 
.15 
.01 
.05 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignifi cant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.174 I n s i g n i f i c a n t 
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physical working conditions, and self respect emerged as 
correlates of job involvement as their obtained 
staitstical values r = .47, r = .92 and r = .29 respec-
tively are positively significant. It is therefore 
imperative to point out that hypotheses Hoi, Ho2, and Ho8 
stand rejected and remaining hypotheses proposed 
pertaining to other QWL-facets have been found accepted as 
their correlational values have been found to 
statistically insignificant (Table 3.9). The description 
of the significant relationship of QWL-facet to job 
involvement for the sub-group of readers of the faculty of 
engineering follow : 
ECONOMIC BENEFIT AND JOB INVOLVEMENT : 
Economic aspect is one of the important factor 
that determine one's satisfaction with work as well as 
satisfaction with life in general. Mostly, all 
psychologists, sociologist, managers and supervisors agree 
on the immense significance of economic benefit in ones 
life which is most likely instrumental for motivation and 
effective work performance. And the same trend appeared 
here too where Readers of the faculty of science like 
generally others irrespective of their designation and 
discipline found to have economic benefit as one of the 
correlates of job involvement (Table 3.9). Other 
justifications which have already been given earlier to 
describe the positive and significant relationship of 
economic benefit to job involvement stand true here too. 
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PHYSICAL NORKIN6 CORDITIC»IS AND JOB INVOLVEMENT : 
Physical working condi t ion seems to be the next 
important dimension t o boost-up or enhance job 
involvement, e s p e c i a l l y , o f the teachers of the f a c u l t y of 
s c i e n c e . The reason have already been explained e a r l i e r 
that sc ience facul ty t e a c h e r s can not perform wel l u n l e s s 
in fras tructures l i k e w e l l equipped laborator i e s and 
l i b r a r i e s are ava i lab l e t o them which are p r e r e q u i s i t e s 
f o r research and t e a c h i n g . The place from where the data 
had been co l l ec ted provides good infrastructure and 
phys ica l working cond i t ions have been found conducive and 
h igh ly relevant to enhance job involvement. 
SELF RESPECT AND JOB INVOLVEMENT : 
Since merit promotion scheme has been properly 
adopted in general by a l l u n i v e r s i t i e s e s p e c i a l l y by 
c e n t r a l un ivers i t i e s and consequently i t o b l i t e r a t e d 
s tagnat ion of the teaching community and for t h i s reason 
i t has generated a s o r t of f e e l i n g of being respec ted 
teachers in general . Looking into Maslowian Need-
Hierarchical model, t h i s a s p e c t occupies above the middle 
p o s i t i o n which every i n d i v i d u a l seeks to f u l f i l l b e f o r e 
developing any craving for the fulfi lment of s e l f 
a c t u a l i z i n g need. However, s e l f respect emerged an 
important QWL-facet as a p o s i t i v e and s i g n i f i c a n t 
c o r r e l a t e of job involvement. 
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Table 3.10 advocates tha t biographical va r i ab l e s , 
namely, job tenure and niunber of dependents of the Readers 
of the faculty of sc ience failed to be s i g n i f i c a n t l y 
re la ted to job involvement. Ear l i e r we habe mentioned tha t 
merit promotion scheme and cadre pos i t ions of the 
departments combined toge the r have ob l i t e r a t ed stagnant 
condition of a t eacher . Majority of the teachers in the 
recent past have a l ready enjoyed a t l ea s t one upward 
movement to the i r p ro fess iona l hierarchy and most of them 
are quite energetic and young in the i r cadre in comparison 
to the past condi t ions . In view of ins ign i f i can t r e l a t i o n -
ship of the two biographical variables v i z . job tenure and 
number of dependents t o job involvement, our proposed 
hypotheses No. Hol9 and Ho20 tha t job tenure and no. of 
dependents wi l l not be r e l a t e d to job involvement, stand 
re jec ted . 
Table - 3.10 
Faculty of Science 
Readers 
Relationship of Biographical Variables with Job Involvement 
(If = 40) 
Variables r-value Level of 
Signif icance 
1. Job Tenure 
2. Number of dependents 
.015 Insignificant 
.06 Insignificant 
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Table - 3.11 
Pacnlty of Science Professors 
Relationship of QffL-facets and Overall QWL with 
Job Involvenent 
(N = 10) 
Variables r value Level of 
S ign i f i cance 
1. EconGmic b e n e f i t 
2. Physical working condi t ions 
3 . Mental health 
4. Career o r i e n t a t i o n 
5. Advancement on meri t 
6. Effect of personal l i f e 
7. Union Management r e l a t i o n s 
8. Self respect 
9. Supervisory r e l a t i o n s 
10. Inter Group r e l a t i o n s 
11. Apathy 
12. Confidence in Management 
13. Meaningful development 
14. Control, influence and 
participation 
15. Employee commitment 
16. General life satisfaction 
17. Organizational climate 
18. Overall QWL 
64 
69 
13 
17 
29 
42 
41 
67 
,45 
62 
.67 
,08 
,27 
.42 
.55 
.69 
.41 
.445 
.05 
.01 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
Insignificant 
Insignificant 
.05 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
Insignificant 
Insignificant 
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Table 3 .11 and Table 3.12 c l e a r l y i n d i c a t e that 
certain QWL-facets v i z . economic b e n e f i t , phys ica l working 
conditions, s e l f respect , apathy and general l i f e 
sa t i s fac t ion (Table 3.13) are found t o be p o s i t i v e l y and 
s ign i f i cant ly r e l a t e d to job involvement, vrtiereas, overal l 
and remaining f a c e t s of QWL have been found to be 
i n s i g n i f i c a n t l y re lated to job involvement. Moreover i t i s 
a lso found that none of the biographical v a r i a b l e s could 
be found r e l a t e d t o job involvenent (Table 3 . 1 2 ) . Hence, 
hypotheses r e l a t e d to those variables which have been 
found s i g n i f i c a n t l y related to job involvement got 
rejected (Hoi, Ho8, Hol l , and Hol8) and remaining 
variables found i n s i g n i f i c a n t l y related t o job involvement 
stand accepted. 
As ev ident from Table 3.11 c e r t a i n f a c e t s of QWL 
are found t o be s i g n i f i c a n t l y related t o job involvement 
for the group of professors of the f a c u l t y of s c i e n c e . The 
description of t h e s e fol lows : 
ECON(»fIC BENEFIT AND JOB INVOLVEMENT : 
These two variables l ike the professors of 
engineering f a c u l t y have been found s i g n i f i c a n t l y related 
to job involvement here too . Ear l i er , wh i l e describing 
these two v a r i a b l e s under the table 3 .5 i t has already 
been mentioned t h a t professors' job involvement i s highly 
interlinked with the economic benef i t s they are receiving 
because they have a l o t of expenditure on the higher 
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education of their children and on the bedding expenditure 
of their dependents as well, the same and other 
description related to the relationship of economic 
benefit and job involvement given earlier stand true 
here too. 
SELF RESPECT AND JOB INVOLVEMENT : 
Self respect is another facet of QWL which 
appeared to be significantly and positively related to job 
involvement (Table 3.11). The significant relationship of 
these two variables has already been discussed while 
discussing these for the group of professors for the 
faculty of engineering (Table 3.5), hence there is no need 
here to repeat the same discussion. 
APATHY Am) JOB INVOLVEMENT : 
Professors especially of the faculty of science 
were found to have greater concern to their work (Apathy) 
and as a consequence to it they have greater job 
involvement. In the faculty of science the professors bear 
greater responsibility as they are most likely to 
supervise larger chunk of Research students along with 
supervising the project they are running sponsored by 
different agencies/organizations like U.G.C, C.S.I.R., 
W.H.O. , etc. Moreover they have to take classes at both 
undergraduate and post-graduate levels. 
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In view of the numerous r e s p o n s i b i l i t i e s they a re 
bound to develop concern to the i r work as t h e r e i s 
accountability of t h e i r entrusted r e s p o n s i b i l i t i e s and 
consequently g rea t e r job involvement has u sua l l y been 
observed. Hence, apathy has been found to be s i g n i f i c a n t l y 
related to job involvement (Table 3.11). 
GENERAL LIFE SATISFACTION AND JOB INV(».VEMENT : 
Professors of the faculty of sc ience have been 
found to have g r e a t e r general l i fe s a t i s f a c t i o n and i t i s 
found s ign i f i can t ly r e l a t ed to job involvement (Table 
3.11). The reason for t h i s posi t ive r e l a t i o n of general 
l i f e sa t i s fac t ion with job involvement has a l r eady been 
described while discuss ing the same for the p ro fesso r s of 
the faculty of engineering (3.5) Since general l i f e 
sat isfact ion and job involvement of sc ience facu l ty 
professors has been found posi t ively and s i g n i f i c a n t l y 
related so the hypothesis no. Hol6 t h a t "general l i f e 
sat isfact ion facet of QWL will not be r e l a t e d t o job 
involvement" stands r e j ec ted . 
Table 3.12 showing science faculty p r o f e s s o r ' s job 
tenure and number of dependents ins ign i f i can t ly r e l a t e d to 
job involvement hence, hypotheses Hol9 and Ho20 a l s o get 
accepted. I t i s important to mention here t h a t job tenure 
does not seem to be re levant for enhancing job involvement 
for the teachers of the facul ty of science i r r e s p e c t i v e of 
t he i r hierarchy. Only what seems important t o them a re 
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enriched in f ras t ruc tu res and conducive phys ica l working 
conditions for t h e i r motivation and involvement in the i r 
profession. 
Table - 3.12 
Faculty of Science 
Professors 
Relationship of Biographical Variables with Job Involvement 
(N = 10) 
Variables r-value Level of 
Signif icance 
1. Job tenure 
2. Number of dependents 
.41 Ins ign i f i can t 
.62 Ins ign i f i can t 
Similar ly, number of dependents a l s o do not have 
any influence on p ro fesso r ' s job involvement e s p e c i a l l y of 
the faculty of science (Table 3.12) as t h e i r l i a b i l i t i e s 
and resources both gradually increase with the 
opportunities of t h e i r upward mobil i ty (promotion) 
therefore , t h i s fac to r ob l i t e r a t e the r e l a t i o n s h i p of 
number of dependents with job involvement to the 
signif icant ex t en t . I t i s a matter of observat ion that 
when a teacher reaches to a posi t ion of a p rofessor h i s / 
her most of the l i a b i l i t i e s are met by t h e i r adult 
children ^ o a f t e r coming in to the i r p rofess iona l career 
help the i r parents in several ways, hence, t he i r 
(professors) job involvement i s not affected by t h e i r no. 
of dependents. 
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Table - 3-13 
Faculty of Social Science and Arts 
Lecturers 
Relationship of OffL-facets and Overall QHL with 
Job- In vol vemen t 
(N = 50) 
Variables r-value Level of 
Significance 
1. Economic benefit 
2. Physical working conditions 
3. Mental health 
4. Career orientation 
5 . Advancement on merit 
6. Effect of personal l i f e 
7. Union Management r e l a t i o n s 
8. Self respect 
9. Supervisory re la t ions 
10. I n t e r Group re la t ions 
11- Apathy 
12. Confidence in Management 
13 . Meaningful development 
14. Control , influence and 
pa r t i c ipa t ion 
15 . Employee commitment 
16. General l i f e s a t i s f a c t i o n 
17. Organizational cl imate 
1 8 . O v e r a l l QWL 
.39 
.07 
,13 
.21 
.08 
.04 
.17 
.31 
01 
42 
15 
09 
07 
12 
33 
27 
31 
18 
.01 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
Insignificant 
.01 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
.05 
Insignificant 
Insignificant 
Insignificant 
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FACULTY OF SOCIAL SCIENCE AND ARTS 
Tables from Table 3 .13 t o Table 3 . 1 8 a r e concerned 
t o the r e l a t i o n s h i p of QWL, job t e n u r e and number of 
dependents w i t h job involvement for t h e v a r i o u s t e a c h i n g 
cadres of t h e f a c u l t y o f s o c i a l s c i e n c e and a r t s . 
The d e s c r i p t i o n for the group o f L e c t u r e r s , 
Readers and P r o f e s s o r s f o l l o w s e p a r a t e l y . 
a ) LECTORERS : 
L e c t u r e r s o f t h e f a c u l t y of S o c i a l S c i e n c e and 
Arts are found t o be job involved a s a f u n c t i o n of 
economic b e n e f i t , s e l f - r e s p e c t , i n t e r g r o u p r e l a t i o n and 
employee commitment - f a c e t s of QWL (Tab le 3 . 1 3 ) . I t i s 
t h e r e f o r e , n e c e s s a r y t o point out t h a t hypotheses 
numbering H o i , Ho8, HolO and HolS, s t a n d r e j e c t e d a s 
c o r r e l a t i o n v a l u e s o f job involvement w i t h economic 
b e n e f i t (r = . 3 9 ) , s e l f respect (r = . 3 1 ) in tergroup 
r e l a t i o n s (r = .4 2) and employee commitment (r = .33) are 
p o s i t i v e and s i g n i f i c a n t , whereas, r e m a i n i n g f a c e t s of 
QWL have been found p o s i t i v e but i n s i g n i f i c a n t hence , the 
hypotheses r e l a t e d t o these s tand a c c e p t e d . The 
d e s c r i p t i o n of s i g n i f i c a n t r e l a t i o n s h i p of QWL f a c e t s with 
job involvement f o l l o w : 
ECONOMIC BENEFIT AND JOB INVOLVEMENT : 
Like L e c t u r e r s o f the f a c u l t y o f e n g i n e e r i n g and 
f a c u l t y of s c i e n c e t h e l e c t u r e r s of t h e f a c u l t y of S o c i a l 
Sc ience and A r t s have been found t o show p o s i t i v e and 
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s ign i f i cant c o r r e l a t i o n between econcinic b e n e f i t and job 
involvement (Table 3 . 1 3 ) . Therefore, i t can now be said 
without any r e s e r v a t i o n that economic b e n e f i t i s a 
generalized determinant of the QWL which i s p o s i t i v e l y and 
s i g n i f i c a n t l y r e l a t e d t o job involvement. I t i s because of 
the reason that g e n e r a l l y around the world and e s p e c i a l l y 
in Indian s i t u a t i o n i f we ask people t h a t why they work 
then there w i l l be an ultimate and most l i k e l y response 
that they work t o earn bread on t h e i r l i v i n g . Such 
observation h i g h l i g h t s the immense s i g n i f i c a n c e of 
economic aspect which i s highly a s s o c i a t e d with one's 
motivation/ involvement , commitment and work performance. 
This point of view i s a l s o relevant for o t h e r teachers of 
di f ferent d i s c i p l i n e s and what descript ion have been given 
to ra t iona l i ze the p o s i t i v e and s i g n i f i c a n t r e l a t i o n s h i p 
of economic b e n e f i t with job involvement have been given 
e a r l i e r stand true here t o o . 
SELF RESPECT AND JOB INVOLVEMENT : 
Se l f r e spec t - a QWL facet i s found t o be 
s i g n i f i c a n t l y r e l a t e d t o job involvement on ly in case of 
Faculty of Soc ia l Sc ience and Arts l e c t u r e r s , unl ike the 
lecturers of the f a c u l t i e s of engineering and s c i e n c e . I t 
seems that the l e c t u r e r s of the faculty of s o c i a l science 
and ar t s are very much cautious about t h e i r s e l f respect 
which they expect from t h e i r colleagues and the students 
and i t i s found one of the important sources that keep 
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t h e i r I d e n t i f i c a t i o n with the job i n t a c t and subsequently 
l ead them t o g e t job i n v o l v e d . Contrary t o i t , for the 
l e c t u r e r s o f f a c u l t y of s c i e n c e , p h y s i c a l working 
c o n d i t i o n s i s found ins trumenta l f o r k e e p i n g t h e i r job 
i n v o l v e d , and on t h e b a s i s o f t h i s d i f f e r e n c e i t can be 
c l e a r l y found t h a t s c i e n c e f a c u l t y t e a c h e r s are more 
academic o r i e n t e d compared t o t h e l e c t u r e r s o f the Faculty 
of S o c i a l S c i e n c e and A r t s , i n b o t h q u a l i t a t i v e and 
q u a n t i t a t i v e t e r m s . 
INTER-GRODP REIATIONS AND JOB INVOLVEMENT : 
The l e c t u r e r s of the f a c u l t y o f S o c i a l Sc ience and 
Arts a r e c o m p a r a t i v e l y more s o c i a l and a s a r e s u l t , f or 
them i n t e r - g r o u p r e l a t i o n s are v e r y impor tant for t h e i r 
job i n v o l v e m e n t , hence here i n t e r - g r o u p r e l a t i o n s and job 
involvement have been found p o s i t i v e l y and s i g n i f i c a n t l y 
r e l a t e d ( T a b l e s 3 . 1 3 ) . I t i s a g e n e r a l i z e d t r u t h which i s 
very much embeded i n human nature t h a t i f t h e y don' t have 
c o r d i a l i n t e r - g r o u p r e l a t i o n s t h e i r work r e l a t e d 
behav iour , e s p e c i a l l y job involvement g e t s v e r y low and on 
t h e o t h e r hand good in tergroup r e l a t i o n s p r o p o r t i o n a l l y 
h ighteur t h e l e v e l of job invo lvement and work behaviour 
t h a t very much f i t s here f o r t h e l e c t u r e r s o f t h e f a c u l t y 
of S o c i a l S c i e n c e and Arts (Table 3 . 1 3 ) . 
93 
EMPLOYEE COMMITMENT AND JOB INVOLVEMENT : 
I t i s surpr i s ing ly found in case of Soc ia l Science 
and Arts l e c t u r e r s that employee commitment i s p o s i t i v e l y 
and s i g n i f i c a n t l y re lated to job involvement ( 3 . 1 3 ) . 
Whereas in none of the groups i r r e s p e c t i v e of d i s c i p l i n e 
and hierarchy such re lat ionship i s not obtained though, 
employee commitment seems to be highly re l evant so far as 
job involvement i s concerned. I t i s a matter of f a c t , that 
commitment contr ibutes to job involvement which i s , 
though, e x c e p t i o n a l l y found here, hence, hypothesis Hoi5 
i s found r e j e c t e d . 
As i t i s contended in the preceeding l i n e s that 
employee commitment i s one of the important ingredient 
that add t o and enhance job involvement seems t o be true 
for the group under discussion here . I t i s because the 
most probable reason that the l e c t u r e r s of the facu l ty of 
Social Science & Arts have a very l i t t l e job 
r e s p o n s i b i l i t i e s hence, they show very p o s i t i v e perception 
of the i r good QWL compared to t eachers of other 
d i s c i p l i n e s , t h e r e f o r e what r e s p o n s i b i l i t i e s generally 
they have, they do with higher commitment for the numerous 
pos i t ive gains and ult imately get job i n v o l v e d . I would 
l ike to c l a r i f y here that job r e s p o n s i b i l i t i e s donot mean 
here only the teaching assignment but a l l s o r t s of 
teaching, research and other functions e i t h e r academic or 
non-academic have been broadly c o n s i d e r a t i o n as job 
r e s p o n s i b i l i t i e s . 
94 
Table - 3.14 
Faculty of Social Science and Arts 
Lecturers 
Relationship of Biographical Variables with Job Involvenent 
(N = 50) 
Var iables r - v a l u e Level of 
S i g n i f i c a n c e 
1. Job tenure 
2. Number of Dependents 
.16 I n s i g n i f i c a n t 
.08 I n s i g n i f i c a n t 
Table 3.14 h i g h l i g h t s the r e l a t i o n s h i p of job 
tenure and number of dependents with job involvement which 
have been s t a t i s t i c a l l y found p o s i t i v e but i n s i g n i f i c a n t 
as t h e i r ob ta ined c o r r e l a t i o n s r = .16 and r = .08 
r e s p e c t i v e l y a r e very low. I t i s t h e r e f o r e , found t h a t 
hypotheses Hoi9 and Ho20 stand accep ted . The r e s u l t s show 
t h a t n e i t h e r job t e n u r e nor number of dependen t s a re 
s i g n i f i c a n t l y r e l a t e d t o job involvement hence , job t enu re 
and number of dependen t s have been found independent to 
job involvement. 
b) READERS : 
Table 3.15 exhibits the relationship of the 
numerous facets of QWL and overall QWL to job involvement 
and it is found that only economic benefit - one of the 
facets of QWL has been found positively and significantly 
related to job involvement as its correlational value 
r = .41 is statistically found significant but at .05 
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Table - 3.15 
Faculty of Social Science and Arts 
Readers 
Relationship of QML-facets and Overall QtiL with 
Job- In vol vemen t 
(H = 40) 
Variables r value Level of 
Significance 
1. Economic benefit 
2. Physical working conditions 
3. Mental health 
4. Career orientation 
5 . Advancement on merit 
6. Effect of personal life 
7. Union Management relations 
8. Self respect 
9. Supervisory relations 
10. Inter Group relations 
11. Apathy 
12 . Confidence in Management 
1 3 . Meaningful development 
14- Control, influence and 
part ic ipat ion 
15 . Employee commitment 
16 . General l i f e s a t i s f a c t i o n 
17. Organizational cl imate 
1 8 . O v e r a l l QWL 
41 
09 
21 
17 
13 
11 
07 
27 
19 
23 
17 
21 
04 
12 
16 
23 
18 
17 
.05 
Insignificant 
Insignificant 
Insignifi cant 
Insignificant 
Insignificant 
Insignificant 
Insignifi cant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignifi cant 
Insignificant 
Insignificant 
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l eve l of confidence. In view of t h e obtained finding only 
Hoi stands rejected, whreas, remaining hypotheses 
pe r t a in ing to QWL facets and o v e r a l l QWL stand accepted. 
ECONOMIC BENEFIT AND JOB INVOLVEMENT 
The description pe r t a in ing to the re la t ionsh ip of 
t he se two variables doesn ' t seem necessary as we have 
a l ready discussed these e a r l i e r as economic benefi t has 
almost been found pos i t ive ly and s ign i f ican t ly re la ted to 
job involvement i r respec t ive of the d isc ip l ines and job 
h ierarchy except the Readers of t h e faculty of engineer ing. 
Table - 3.16 
Faculty of Social Science and Arts 
Readers 
Relationship of Biographical Variables with Job Involvement 
(N = 40) 
Variables r -value Level of 
Significance 
1. Job tenure 
2. Number of Dependents 
.18 Ins igni f ican t 
.13 Ins igni f ican t 
Table 3.16 indica tes t h a t job tenure and number of 
dependents are not s i g n i f i c a n t l y related t o job 
involvement hence, hypotheses Hol9 and Ho2 0 stand accepted 
as t h e i r correla t ional values r = .18 and r = .13 
respec t ive ly are very low. 
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Table - 3 .17 
Faculty of S o c i a l Sc ience and Arts 
P r o f e s s o r s 
Relationship of QiffL-facets and Overall QWL with 
Job Involvement 
(H = 10) 
V a r i a b l e s r value Level of 
Signif icance 
I . Economic benef i t 
2- P h y s i c a l working cond i t ions 
3 . Mental h e a l t h 
4 . Career o r i e n t a t i o n 
5 . Advancement on merit 
6. Effect of personal life 
7. Union Management relations 
8. Self respect 
9. Supervisory relations 
10. Inter Group relations 
II. Apathy 
12. Confidence in Management 
13. Meaningful development 
14. Control, influence and 
participation 
15. Employee commitment 
16. General life satisfaction 
17. Organizational climate 
18. Overall QWL 
.71 
.42 
.08 
.12 
.28 
.42 
.47 
.39 
.01 
.62 
.12 
.37 
.18 
.29 
.37 
.47 
.53 
.34 
.05 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
Insignifi cant 
Insignificant 
Insignificant 
Insignificant 
Insignif i cant 
Insignificant 
Insignificant 
Insignificant 
Insignificant 
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c ) PROFESSORS : 
I t i s e v i d e n t f rom T a b l e 3 .17 t h a t l i k e r e a d e r s of 
t h e f a c u l t y of S o c i a l S c i e n c e and A r t s (Tab le 3 . 1 5 ) o n l y 
economic b e n e f i t h a s been found p o s i t i v e l y and 
s i g n i f i c a n t l y r e l a t e d t o j o b invo lvement h e r e . I t i s , 
t h e r e f o r e , found t h a t h y p o t h e s e s Hoi s t a n d r e j e c t e d , 
w h e r e a s , t h e r e m a i n i n g h y p o t h e s e s have been found 
a c c e p t e d . Again , i t i s t o men t ion t h a t t h e s i g n i f i c a n t 
r e l a t i o n s h i p of e c o n o m i c b e n e f i t t o j o b i n v o l v e m e n t 
d o e s n ' t r e q u i r e t o b e g i v e n e x p l a n a t i o n a s i t h a s been 
i n t e r p r e t e d r e p e a t e d l y i n t h e p r e c e e d i n g d i s c u s s i o n s . 
T a b l e - 3 .18 
Faculty of Social Science and Arts 
Professors 
Relationship of Biographical Variables with Job Involvement 
(N = 10) 
Variables r-value Level of 
Signif icance 
1. Job tenure 
2 . Number of Dependen t s 
45 I n s i g n i f i c a n t 
61 I n s i g n i f i c a n t 
Tab le 3 .18 c l e a r l y i n d i c a t e s t h a t p r o f e s s o r ' s j o b 
t e n u r e and n o . of d e p e n d e n t s a r e no t s i g n i f i c a n t l y r e l a t e d 
t o j o b invo lvement a s c o r r e l a t i o n a l v a l u e s r = . 4 5 a n d r = 
. 6 1 f o r t h e r e l a t i o n s h i p between j o b t e n u r e a n d j o b 
i n v o l v e m e n t ; and number o f d e p e n d e n t s and j o b i n v o l v e m e n t 
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Table - 3.19 
Relaticmship of Overall Qf9L and Various Facets of QNL 
with Job Involvenent for the Group of LBCTORERS 
Irrespective of Disciplines 
(N = 150) 
Variables r value Level of 
Significance 
1. Economic benef i t 
2. Physical working condit ions 
3 . Mental hea l th 
4. Career o r i e n t a t i o n 
5 . Advancement on mer i t 
6. Effect of personal l i f e 
7. Union Management r e l a t i ons 
8. Self respect 
9. Supervisory r e l a t i o n s 
10. Inter Group r e l a t i o n s 
11. Apathy 
12. Confidence in Management 
13. Meaningful development 
14. Control, influence and 
participation 
15. Employee commitment 
16. General life satisfaction 
17. Organizational climate 
18. Overall QWL 
38 
24 
19 
13 
20 
12 
07 
19 
18 
22 
25 
11 
17 
21 
25 
24 
20 
18 
.01 
.01 
.05 
Insignificant 
.05 
Insignificant 
Insignificant 
.05 
.05 
.01 
.01 
Insignificant 
.05 
.01 
.01 
.01 
.05 
.05 
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r e s p e c t i v e l y are p o s i t i v e but v e r y low. The f i n d i n g s 
c l e a r l y emphasize t h a t job t e n u r e and number of dependents 
a r e Independent t o job Invo lvement i n most of the c a s e s . 
OVERALL HIERARCHY-WISE HIGHLIGHTS OF TBB FIWDINGS 
The f i n d i n g s o f t h e p r e s e n t l a r g e r i n v e s t i g a t i o n 
have b e e n d i s c u s s e d i n d e t a i l i n t h e preceeding pages o f 
t h i s Chapter : Resu l t and D i s c u s s i o n and t h e o n g o i n g 
d i s c u s s i o n i s meant t o g i v e a m a c r o l e v e l p i c t u r e o f t h e 
f i n d i n g s though micro l e v e l d i s c u s s i o n s have a l r e a d y been 
g i v e n . I t i s amply c l e a r from t h e heading under v ^ l c h t h e 
p r e s e n t e f f o r t i s being made i s t o s e e the r e l a t i o n s h i p of 
o v e r a l l QWL, i t s v a r i o u s f a c e t s and c e r t a i n b i o g r a p h i c a l 
v a r i a b l e s namely job t e n u r e and number of dependents w i t h 
job Invo lvement for t h e group o f L e c t u r e r s , Readers and 
P r o f e s s o r s i r r e s p e c t i v e o f t h e i r d i s c i p l i n e s s e p a r a t e l y . 
Hierarchy-wise h i g h l i g h t s o f t h e f ind ings f o l l o w . 
a ) LECTURERS : 
Table 3.19 shows t h e r e l a t i o n s h i p of o v e r a l l QWL 
and i t s v a r i o u s f a c e t s w i th job Involvement for t h e group 
o f l e c t u r e r s who are under d i s c u s s i o n here . The t a b l e 
c l e a r l y I n d i c a t e s t h a t e x c e p t t h e QWL f a c e t s v i z . "Career 
o r i e n t a t i o n " , ' E f f e c t on p e r s o n a l l i f e ' , ' u n i o n , 
management r e l a t i o n s ' , and ' c o n f i d e n c e in management' , 
r e m a i n i n g f a c e t s of QWL and o v e r a l l QWL have been found t o 
p o s i t i v e l y and s i g n i f i c a n t l y r e l a t e d t o job i n v o l v e m e n t . 
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It i s therefore found that hypotheses Ho4, Ho6, Ho7, Hol2 
stand accepted whereas a l l the remaining 14 hypotheses 
related to the relationship of QWL with job involvement 
stand rejected. 
The present findings which are highlighted in 
table 3.19 appear to be ent i re ly different from the 
findings obtained in case of the same position of teachers 
according to their d i sc ip l ines separately. When 
engineering faculty lecturer's data were analyzed then 
only f ive QWL facets namely 'economic benefit ' , 'mental 
heal th ' , 'advancement on meri t ' , 'control influence and 
part ic ipat ion' , and 'general l i f e sa t i s fac t ion ' were found 
s igni f icant ly related to job involvement. In case of the 
lecturer's of the faculty of s c i ence , 'economic benef i t ' , 
'physical working conditions', 'supervisory" re lat ions ' , 
and 'apathy' were found s ign i f i cant ly related to their job 
involvement, whereas, for the lecturers of the faculty of 
social science and arts , 'economic benefi t ' , ' se l f 
respect ' , 'intergroup r e l a t i o n s ' , and 'employee 
commitment', facets of QWL emerged as correlates of 
involvement. But when the data of lecturers pooled 
together and analyzed irrespect ive of their discipl ines 
then thirteen facets of QWL and overal l QWL found to be 
s igni f icant ly related to job involvement. 
The changing patterns of the findings do not seem 
to be irrational from the point of view of the s t a t i s t i c a l 
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pr inc ip l e s whi<^ s t a t e s t h a t t o have a greater r e l i a b i l i t y 
of the findings increas ing number of seunples i s r equ i r ed . 
In other words t h i s i s t o say tha t larger t he sample 
population lesser the values are required t o be 
s ign i f i can t and for the smal ler sample greater s t a t i s t i c a l 
values are required to be s i g n i f i c a n t . In the l i g h t of the 
above principles the f indings given in table 3.19 a r e 
found s ignif icant ly r e l a t e d t o job involv«nent in g r e a t e r 
numbers, hence, the f indings given in table 3.19 emerged 
d i f f e r en t fr«n the f indings discussed e a r l i e r in t h i s 
chapte r . 
Table -3.20 
Relationship of Biographical Variables with Job 
Involvanmt of LECTORERS Irrespective of Discipl ines 
(H = 150) 
Variables r-value Level of 
Signif icance 
1 . Job Tenure 
2 . Number of Dependents 
.11 In s ign i f i can t 
-.007 Ins ign i f i can t 
Table 3.2 0 h i g h l i g h t s t h a t both the biographical 
va r i ab les v iz . job tenure and number of dependents found 
t o be ins igni f icant ly r e l a t e d t o job involvement and t h i s 
i s t he reason »rtiy hypotheses Hoi9 and Ho20 are found to be 
accepted. I t seons necessary to clarify h e r e t h a t 
increased number of samples f a i l to bring about any change 
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Table - 3.21 
Relationship of Overall QHL and Various Facets of QlfL 
With Job Involvoaent for the Groups of READERS 
Irrespective of Disc ip l ines 
(N = 120) 
Variables r va lue Level of 
Significance 
1. Economic benef i t 
2. Physical working conditions 
3. Mental hea l th 
4. Career o r i e n t a t i o n 
5. Advancement on merit 
6. Effect of personal l i f e 
7. Union Management re la t ions 
8. Self respect 
9- Supervisory r e l a t i o n s 
10. In ter Group r e l a t i o n s 
11. Apathy 
12. Confidence in Management 
13. Meaningful development 
14. Control, inf luence and 
pa r t i c ipa t i on 
15. Employee cGnimitment 
16. General l i f e s a t i s f ac t i on 
17. Organizational climate 
18. Overal l QWL 
30 
17 
18 
09 
20 
12 
06 
33 
15 
22 
14 
23 
06 
14 
20 
30 
11 
17 
.01 
Insignificant 
.05 
Insignificant 
.05 
Insignificant 
Insignificant 
.01 
Insignificant 
.01 
Insignificant 
.01 
Insignificant 
Insignificant 
.05 
.01 
Insignificant 
Insignificant 
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i n t h e l e v e l of s i g n i f i c a n c e i n h i g h l i g h t i n g t h e 
r e l a t i o n s h i p between b i o g r a p h i c a l v a r i a b l e s and job 
i n v o l v e m e n t , only b e c a u s e o f the reason t h a t i n t h e 
e a r l i e r f i n d i n g s t h e c o r r e l a t i o n a l va lues of t h e f a c t o r s 
under d i s c u s s i o n h e r e were s o low t h a t even i n c r e a s i n g 
data couldnot s i g n i f i c a n t l y r a i s e the l e v e l o f 
s i g n i f i c a n c e . 
b) READERS : 
From t a b l e 3 . 2 1 i t i s e v i d e n t t h a t f o r t h e t o t a l 
sample of readers c e r t a i n f a c e t s of QWL namely, ' economic 
b e n e f i t , 'mental h e a l t h ' , 'advancement on m e r i t ' , " s e l f 
r e s p e c t ' , ' i n t e r - g r o u p r e l a t i o n s ' , ' c o n f i d e n c e i n 
management', 'employee commitment* and ' g e n e r a l l i f e 
s a t i s f a c t i o n ' , emerged a s s i g n i f i c a n t c o r r e l a t e s o f j ob 
i n v o l v e m e n t . Hence, h y p o t h e s e s Hoi, Ho3, Ho5, Ho8, HolO, 
H o l 2 , Hol5 , H0I6 a r e found t o be r e j e c t e d and r e m a i n i n g 
h y p o t h e s e s p e r t a i n i n g t o t h e i n s i g n i f i c a n t r e l a t i o n s s tand 
t o be a c c e p t e d . 
The r e l a t i o n s h i p o f b iograph ica l v a r i a b l e s ( v i z . 
job t enure and number o f dependents ) wi th job i n v o l v e m e n t 
h a s been shown i n Table 3 . 2 2 t h a t v i v i d l y c l e a r i f i e s t h e 
p i c t u r e t h a t n e i t h e r j o b t e n u r e nor number o f d e p e n d e n t s 
have been found s i g n i f i c a n t l y r e l a t e d t o job i n v o l v e m e n t 
o f t h e sub group o f r e a d e r s . And because of t h e o b t a i n e d 
i n s i g n i f i c a n t r e l a t i o n s h i p s our presumptions i n t h e form 
o f hypotheses e m p i r i c a l l y s t a n d a c c e p t e d . The r e a s o n s f o r 
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Table - 3.22 
Relat ionship o f Biographical Variables wi th Job 
Involveaent o f READERS Irrespect ive of D i s c i p l i n e s 
(N = 120) 
Variables r - v a l u e Level of 
S ign i f i c ance 
1 . Job Tenure 
2 . Number of Dependents 
.16 I n s i g n i f i c a n t 
.0 77 I n s i g n i f i c a n t 
such i n s i g n i f i c a n t r e l a t i o n s h i p have a l r e a d y been 
discussed e a r l i e r on d i f f e r e n t occa s s ions . 
c ) PROFESSORS ; 
I t i s e v i d e n t from Table 3.23 t h a t e x c e p t 'mental 
h e a l t h ' , ' c a r e e r o r i e n t a t i o n ' , ' e f f ec t on p e r s o n a l l i f e ' , 
'union management r e l a t i o n s ' , ' supe rv i so ry r e l a t i o n s ' and 
'confidence i n management ' , a l l the remain ing f a c e t s of 
QWL as wel l a s t h e o v e r a l l QWL have been found t o be 
s i g n i f i c a n t c o r r e l a t e s of job involvement , t h e r e f o r e , 
hypotheses p e r t a i n i n g t o t h e de t e rminan t s p o s i t i v e l y 
co r r e l a t ed t o j ob involvement found t o be r e j e c t e d and in 
case of i n s i g n i f i c a n t r e l a t i o n s the r e l a t e d hypotheses 
s tand accep ted . 
Table 3 .24 h i g h l i g h t s the r e l a t i o n s h i p of 
b iographica l c h a r a c t e r i s t i c s with job involvement and 
the se a r e s u r p r i s i n g l y found t o be s t a t i s t i c a l l y 
s i g n i f i c a n t a s o b t a i n e d va lues for the r e l a t i o n s h i p of job 
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Table - 3.23 
Relationship of Overall QWL and Various Facets of QNL 
With Job Involvement for the Groups of PROFESSORS 
Irrespective of Disciplines 
(N = 30) 
Variables r value Level of 
Significance 
1. Economic benefit 
2. Physical working conditions 
3. Mental health 
4. Career orientation 
5. Advancement on merit 
6. Effect of personal life 
7. Union Management relations 
8. Self respect 
9. Supervisory relations 
10- Inter-Group relations 
11. Apathy 
12. Confidence i n Management 
13. Meaningful development 
14. Control, in f luence and 
p a r t i c i p a t i o n 
15. Employee commitment 
16. General l i f e s a t i s f a c t i o n 
17. Organizat ional climate 
1 8 . O v e r a l l QWL 
66 
51 
08 
15 
45 
31 
33 
56 
19 
48 
37 
29 
38 
47 
38 
61 
37 
37 
.01 
.01 
Insignificant 
Insignificant 
.05 
Insignificant 
Insignificant 
.01 
Insignificant 
.05 
.05 
Insignificant 
.05 
.01 
.05 
.01 
.05 
.05 
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Table - 3.24 
Relationship of Biographical Variables with Job 
Involvenent of PROFESSORS Irrespective of Disciplines 
(N = 30) 
Variables r-value Level of 
Signif icance 
1. Job Tenure 
2. Number of Dependents 
.43 
.63 
.05 
.01 
tenure and number of dependents are found as r = .43 and r 
= .63 which are found s ign i f i c an t a t .05 and .01 l eve l of 
c onfidence r e spec t ive ly . 
I t has j u s t been mentioned t h a t su rp r i s ing ly 
biographical va r i ab l e s has been found s i g n i f i c a n t l y 
re la ted to job involvement i s not i r r a t i o n a l from the 
point of view of the s t a t i s t i c a l pr inc ip les which has 
already been discussed e a r l i e r . I t i s very important to 
point out here t h a t when professors job tenure and number 
of dependents were cor re la ted to job involvement 
discipl ine-wise s epa ra t e ly e a r l i e r , then most of the 
r-values were s l i g h t l y below the levels of s ign i f i cance 
and those were found in s ign i f i can t because of the very 
small size of sample ( i . e . n = 10 in each d i s c i p l i n e ) and 
when the data of p rofessors was pooled toge the r then 
nearly the same values because of the r e l a t i v e l y l a rge r 
sample found to be s t a t i s t i c a l l y s ign i f i can t . 
CHAPTER - IV 
CONCLUSIONS AND SUGGESTIONS 
CX)NCLaSIONS AHD SUGGESTIONS 
The f indings of t h i s study have been highl ighted 
and discussed in d e t a i l in the preceeding Chapter I I I . The 
present chapter i s meant to give br i e f and concrete 
conclusions drawn from the study and moreover, t o suggest 
direct ions to be undertaken in carrying out similar 
studies in future . 
The outcomes of t h i s i n v e s t i g a t i o n have been shown 
in the Table 4.1 with the heading "Findings At A Glance". 
The table provides sub-sample-wise r e s u l t d e s c r i b i n g the 
relationship of o v e r a l l qual i ty of work l i f e and i t s 
various f a c e t s , and of c er ta in biographical v a r i a b l e s (Job 
tenure and number of dependents) to job involvement . For 
convenience, i t i s pert inent to mention here that 
alternate tab les r e f e r s t o the re la t ionsh ip of QWL-facets 
& over-a l l QWL, and of biographical v a r i a b l e s ( v i z . job 
tenure and number of dependents) with job involvement 
respect ive ly . 
This i s a l s o necessary to mention here t h a t three 
categories of t eachers v i z . , l e c t u r e r s , readers and 
professors from t h r e e d i f ferent d i s c i p l i n e s namely. 
Faculty of Engineering, Faculty of Sc ience , and Faculty of 
Social Science and Arts were taken for i n v e s t i g a t i o n . 
First s ix t a b l e s , t h e s e from Table 3 .1 t o Table 3.6 
pertains to the f a c u l t y of Engineering, the second s ix 
c luster of t ab l e s from Table 3.7 to Table 3.12 r e v e a l the 
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findings of the teachers belonging to the faculty of 
science, v^ereas, the third bunch of s ix tables from Table 
3.13 to Table 3.18 highlight the findings of the teachers 
of faculty of Social Science and Arts, and the last 
cluster of s ix tables from Table 3.19 to Table 3.24 
i l lustrate the resul t s based on pooled data irrespective 
of disciplines for lecturers, readers, and professors 
respectively. 
Table c learly points out that economic benefit of 
QWL-facet has emerged as a significant correlate of job 
involvement for the entire teaching community irrespect ive 
of discipl ines , only with the exception of the Readers of 
the faculty of Engineering. 
The another second important QWL-facet which came 
out to be s igni f icant ly related to job involvement in 
"self respect" which i s found important for readers and 
professors of a l l disciplines and moreover, the same 
factor exceptionally found to be important for the 
lecturers of the faculty of Science as s ignif icant 
correlatesof job involvement. 
The above stated two facets of QWL can be 
considered inevitably highly important hence, these can be 
generalized for a l l teaching facult ies i rrespec t ive of 
their hierarchy and discipl ine for enhancing the ir job 
motivation and job involvement. The reason for the 
emergence of the above two variables as determiners of job 
I l l 
involvement have a lready been discussed in d e t a i l in the 
l a s t Chapter I I I meant for result and d i s c u s s i o n . 
Apart from t h e two common facets of QWL which have 
been found p o s i t i v e l y correlated to job involvement, i t i s 
imperative to point out that there are other QWL face t s 
which are not common among the various l e v e l s of teachers 
across numerous d i s c i p l i n e s but have onerged as corre la te s 
of job involvement. 
Among the Engineering Faculty l e c t u r e r s 'Mental 
h e a l t h ' , 'Advancement on meri t ' , 'Control, in f luence and 
par t i c ipa t ion ' , and 'General l i f e s a t i s f a c t i o n ' have be«i 
found s i g n i f i c a n t l y r e l a t e d to job involvement. QWL-facets 
l i k e 'Advancement on merit ' , and 'general l i f e 
s a t i s f a c t i o n ' found t o be s ign i f i cant ly r e l a t e d t o job 
involvement of the group of Engineering f a c u l t y Readers. 
Similarly for the same faculty professors ' contro l , 
influence and p a r t i c i p a t i o n ' , and 'general l i f e 
s a t i s f a c t i o n ' emerged as s igni f icant c o r r e l a t e s of job 
involvement. 
A look over the science faculty t eachers i t i s 
found that 'phys ica l working condi t ions ' ; ' supervisory 
r e l a t i o n s ' ; and 'Apathy' are important for the group of 
l ec turers , readers , thought of 'physical working 
condit ions' and p r o f e s s o r s considered 'phys ica l working 
condi t ions ' , 'Apathy' and 'general l i f e s a t i s f a c t i o n ' as 
s ign i f i cant c o r r e l a t e s of job involvement. 
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The above enumerated conclusions were presented in 
d i s c i p l i n e or f a c u l t y - w i s e manner, but on-going 
conclusions have been drawn from the t o t a l sample 
i rrespec t ive of the d i s c i p l i n e for Lecturers, Readers and 
Professors separate ly . 
The f indings show that when the groups of 
l e c t u r e r s , pooled toge ther combining a l l the three 
d i s c i p l i n e s than except 'career o r i e n t a t i o n ' , ' e f f e c t on 
personal l i f e ' , 'union management r e l a t i o n s ' and 
•confidence in management' - facets of QWL, a l l the 
remaining QWL-facets as we l l as the overal l QWL found to 
be s i g n i f i c a n t l y r e l a t e d to job involvement. The same 
trend i s evident in case of Readers and Professors when 
t h e i r data pooled t o g e t h e r than r e l a t i v e l y more f a c e t s of 
QWL emerged as c o r r e l a t e s of job involvement which have 
been referred by e i t h e r .01 ( leve l of s i g n i f i c a n c e ) or .05 
( l e v e l of s i g n i f i c a n c e ) in the Table 4 . 1 . 
So far as biographical variables namely, 'job 
tenure' and 'Number of dependents' are concerned . These 
are found s i g n i f i c a n t l y re la ted to job involvement for the 
group of professors \fhen the ir data pooled together 
ccxnbining the three d i s c i p l i n e s and only 'Number of 
dependents' has been found s ign i f i cant ly r e l a t e d to job 
involvement in case of professors of the f a c u l t y of 
Engineering. Except t h e s e two, in a l l the other cases job 
tenure' and 'no. of dependents' f a i l to emerge as 
s i g n i f i c a n t c o r r e l a t e s of job involvement. 
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In view of the above c o n c l u s i o n s , i t i s apparently 
c lear that q u a l i t y of work l i f e percept ion are d i f f i c u l t 
to analyze in a simple way because human needs are 
i n c r e a s i n g l y abundance and count less in numbers which oame 
in to prominence one after the o ther or sc»netimes the 
c l u s t e r of needs simultaneously emerge and influence the 
f e e l i n g s and behaviour of human being i n general and the 
job incumbents in part icular . I n s p i t e of the above fac t 
the r e a l i t y i s that the teachers of the academic 
i n s t i t u t i o n s have a high craving of 'economic benef i t s ' as 
wel l as 8 s e l f - r e s p e c t ' . I f these two are properly taken 
sc»ne of t h e i r quality of l i f e of the teachers can be 
enhanced and subsequently these may lead to highten job 
involvement. On the other hand, absence of these two or 
e i t h e r of t h e two may inversely in f luence quali ty of work 
l i f e percept ion as well as job involvement. Therefore, i t 
i s suggested that there i s a need for a continuous 
concerted e f f o r t for ident i fy ing the preva i l ing need/ need 
of the people a t work and vrtiat come as prime fac tors 
should be given immediate and proper care that w i l l induce 
among the employees a sense of worthiness and 
subsequently , w i l l lead to the ir mot iva t ion , s a t i s f a c t i o n , 
commitment and job involvement. 
S P M M A R Y 
S U M M A R Y 
The objec t ive of the present study was t o study 
q u a l i t y of work l i f e and c e r t a i n biographical var iables as 
c o r r e l a t e s of job involvement. In the recent past a few 
s t u d i e s have been witnessed t o study QWL ei ther d i r e c t l y 
or i n d i r e c t l y in re la t i on t o job involvement but the 
present study i s unique as i t has studied the problem over 
the sample population of u n i v e r s i t y teachers which t o t h e 
b e s t of the knowledge of the present invest igator has 
never been studied. Teacher's profession i s h igh ly 
important as the teachers are considered to be mentors of 
the youths and youths are the fu ture of the Nation. 
In the f i r s t chapter the Concept of Job 
Involvement and QWL has been d i scussed in de ta i l and more 
over d e t a i l e d avai lable survey of l i t e r a t u r e pertaining t o 
the present problem have been described. For the f i r s t 
t ime the Concept of Job Involvement was coined by Lodahl 
and Kejner (1965) who contended that job involvement i s a 
c o n d i t i o n which develops as a resul t of one ' s 
i d e n t i f i c a t i o n with the job. I t i s very much found re la ted 
t o work performance. After t h e i r pioneering work, job 
involvement s t i l l remains an important phenomenon which i s 
wide ly being studied. 
Having given the emphasis t o job involvement the 
chapter a l s o discuss the concept of QWL as well as r e l a t e d 
s t u d i e s . I t was only in 1972, t h a t a comprehensive term 
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"Quality of work l i f e " was coined by Davis who had 
presented a paper in an International Conference held at 
Arden house. New York. QWL was def ined at the degree of 
excel lence in work and working c o n d i t i o n s which contribute 
to the o v e r a l l s a t i s f a c t i o n and enhances the indiv idual ' s 
as wel l as organizat ional e f f e c t i v e n e s s . On the basis of 
Survey of l i t e r a t u r e , i t i s found that the s t u d i e s fa i led 
to provide any d i r e c t i o n of the r e l a t i o n s h i p of QWL and 
certain biographical variables with job involv«nent, 
therefore n u l l hypotheses were formulated t o carry on the 
study for in-depth i n v e s t i g a t i o n . 
The second chapter incorporates the methodology 
opted in carrying out the i n v e s t i g a t i o n . The sample 
population of teachers {N=300) were drawn from the three 
di f ferent f a c u l t i e s , namely. Engineering Facul ty , Science 
Faculty and Soc ia l Sciences & Arts Faculty of Aligarh 
Muslim Univers i ty , Aligarh. The t e a c h e r s ' sample cover a l l 
the three c a t e g o r i e s namely. Lec turers , Readers and 
Professors . Lodahl and Kejner's s c a l e (1965) and Sinha and 
Sayeed's (1980) inventory were used for measuring job 
involvement and qua l i ty of working l i f e of the job 
incumbents r e s p e c t i v e l y . 
Keeping in view, the o b j e c t i v e of the study, 
product moment c o e f f i c i e n t of c o r r e l a t i o n was applied to 
analyze the data . 
116 
Chapter I I I describes the f i n d i n g s whereas, 
conclusions and suggest ions have been h igh l ighted in 
chapter IV. In a n u t - s h e l l , i t i s t o point out here that 
two facets of QWL v i z . . Economic Benefit and S e l f respect 
have been emerged as important c o r r e l a t e s of job 
involvement and among the two former i s more commonly 
found t o be a source of job involvement. Apart from the 
above two determiners of job involvement, some other QWL 
facets have emerged to be s i g n i f i c a n t l y r e l a t e d to job 
involvement but they are variably found important among 
the various f a c u l t y members across t h e i r job l e v e l s . 
In the l i g h t of the conclus ions , i t i s suggested 
that there i s a need for a continuous concerted e f f o r t for 
identifying the preva i l ing need/needs of the people at 
work and what emerged as prime fac tors should be given 
immediate and proper care to enhance the employees f ee l ing 
of worthiness, t h e i r motivation, s a t i s f a c t i o n , commitment 
and job involvement. 
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Dear Respondent 
I t i s p leasure to meet you for t he purpose of data 
col lec t ion in pursu i t of research work. This work cannot 
be accomplished without your cooperat ion. 
Ifie aim of the present endeavour i s to study about 
the various aspec ts of the job you a r e do ing , to know your 
views and opinions re la ted to the j o b . The questions/ 
statements in the questionnaire a r e meant to know your 
PERSONAL VIEWS. To make the research endeavour successful, 
please, give your frank responses t o each question/ 
s tatement. 
I a s s u r e you tha t the information given by you 
would be kept s t r i c t l y conf ident ia l . 
Once again you are requested t o extend your 
cooperation for the accomplishment of t h e t a s k . 
Thank you very much. 
Nazhat Noini 
Research Scholar 
Dept t . of Psychology 
A.M.U., Aligarh. 
134 
GENERAL INSTRDCTIONS : 
Before going through the ques t ionnai re , please see the 
following : 
1. Answer the quest ion s e r i a l l y , i . e . as they appear in 
the format. 
2. If some s ta tements or questions appear t o be s imi lar , 
even then you answer each of them sepa ra t e ly . 
3. I t i s expected tha t while answering, you do not 
consult anyone e l s e . We want t o know your opinions, 
views and f ee l i ng , not of o the r s . 
4. Do not take too much time over any par t icu la r 
ques t ion . Whatever, answer comes f i r s t to your mind, 
give t h a t . 
5 . PLEASE BE AS HONEST AS POSSIBLE AND DO NOT HESITATE. 
FEEL FREE TO GIVE YOUR FRANK ANSWERS. THEY WOULD BE 
STRICTLY CONFIDENTIAL. 
6. I t i s necessary tha t you answer a l l questions and 
s ta tements . Please do not leave any question or 
statement unanswered. 
135 
APPENDIX - I 
OWL INVENTORY 
Given below a r e some s ta tements and q u e s t i o n s 
about c e r t a i n c h a r a c t e r i s t i c s r e l a t e d t o your work and 
working c o n d i t i o n s . P l e a s e a s s i g n weightages t o t h e s e i n 
terms of how much o f t h e s e a r e p r e s e n t i n your employment. 
On t h e r i g h t s i d e o f e a c h i t e m / q u e s t i o n / s t a t e m e n t / 
q u o t a t i o n you would f i n d a s c a l e which would d e s c r i b e your 
v i e w s and f e e l i n g s i n terms o f numerical v a l u e s . The s c a l e 
i s from 1 t o 7. ALL YOU HAVE TO DO IS TO RATE ON SEVEN 
POINT SCALE ON A CONTINUUM FROM MINIMUM (1) TO MAXIMUM (7 ) . 
THE NUMBER (4) STANDS FOR AVERAGE. Read c a r e f u l l y t h e 
i t e m s / q u o t a t i o n s / q u e s t i o n s / s t a t e m e n t s and g i v e frank 
a n s w e r s . 
Min. Max. 
1 . "My work g i v e s me a f e e l i n g 
o f achievement" 1 2 3 4 5 6 7 
2 . "In d e c i s i o n s r e g a r d i n g 
s e l e c t i o n of p e o p l e f o r j o b s , 
my views are a l s o heard" 1 2 3 4 5 6 7 
3 . How s a t i s f a c t o r y a r e your 
fami ly r e l a t i o n s ? 1 2 3 4 5 6 7 
4 . To what e x l t e n t a r e t h e working 
c o n d i t i o n s such a s p l a n t m a i n -
t e n a n c e , s u f f i c i e n t ? 1 2 3 4 5 6 7 
5 . "Sudden l e a v e or break i n work 
makes me f e e l r e l i e v e d and 
happy" 1 2 3 4 5 6 7 
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Min, Max 
6 . "I am satisfied with the fair-
ness of prtMnotion procedure 
in my company" 
7. To what extent are you satis-
fied with the working of the 
union in your company? 
8. How much does your supervisor 
encourage people to give their 
best effort? 
9. How much do persons in your 
work group encourage each 
other to work as a team? 
10. "I have opportunities to use 
my special skills and abili-
ties in my job" 
11. In case of emergencies and 
difficulties how much 
influence do you exercise in 
getting a way out? 
12. "I think of myself as part of 
the company team" 
13. How much are you satisfied 
with respect to your and your 
family's foodings? 
14 . To what extent are work 
activities sensibly organised 
in this company? 
15. To what extent do the "savings 
plan" facilities present in 
your employment satisfy you? 
2 3 4 
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Min Max 
16. "The management does not fail 
to appreciate the importance 
of my work" 
17. "The management takes due care 
of my dignity as an individual" 
18. "My supervisor gets along well 
with people" 
19. To \*at extent do you think 
your supervisor has confi-
dence and trust in you? 
20. To what extent does the 
company have a real interest 
in the welfare and happiness 
of those who work here? 
21. "My company offers me educa-
tion and training to keep 
me in touch with my field 
and do b e t t e r " 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
6 7 
22. "I give of my bes t e f fo r t s as 
part of con t r ibu t ions to the 
canpany products" 
23. To what extent do things about 
working here (people p o l i c i e s , 
or conditions) encourage you 
to work hard? 
24. How much are you s a t i s f i e d 
with the "re t i rement plans" 
of your company? 
25. "The management apprec ia tes 
my s k i l l s , a b i l i t i e s , and 
performances" 
6 7 
6 7 
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Min. Max 
26. "My soc ia l re lat ions are 
sa t i s fac tory" 1 2 3 4 5 6 7 
27 . "My job has given me a f e e l i n g 
of s ta tus in society" 1 2 3 4 5 6 7 
28 - To what extent does your 
supervisor show you how t o 
improve your performances? 1 2 3 4 5 6 7 
29 . "My fe l low workers are very 
cooperative" 1 2 3 4 5 6 7 
30. "My company gives me an 
opportunity to f e e l part 
of the management" 1 2 3 4 5 6 7 
3 1 . In general , how much say or 
inf luence do you have on how 
t o perform your job? 1 2 3 4 5 6 7 
32 . How much influence do you 
hold in se t t l ing d i f f e r e n c e s 
and quarrels in your company? 1 2 3 4 5 6 7 
33 . How much are you s a t i s f i e d 
with c lo thes , dresses and 
other such wears? 1 2 3 4 5 6 7 
34. How far are you s a t i s f i e d 
with your land and property 
pos i t i on? 1 2 3 4 5 6 7 
35 . Does your company's "over-
time" payments s a t i s f y you? 1 2 3 4 5 6 7 
36. "My company offers enough 
opportunit ies to change job 
wi th in the company" 1 2 3 4 5 6 7 
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Min. Max 
37. "My company offers enough 
opportunities to change job 
within the company" 
38. To what extent does the 
management recognize and 
pay attention to your unions 
actions? 
39. "My job has enough prestige 
within the company" 
40. To what extent does your 
supervisor provide the help 
you need so that you can 
schedule work ahead of time? 
41. To what extent do persons in 
your work group show you how 
to do a better job? 
42. To what extent does the 
company make an effort to 
help employees get and main-
tain good income? 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
3 4 6 7 
3 4 5 6 7 
43. In general, how much say or 
influence do you have on 
what goes on in your work 
group? 
44. To what extent do you have 
a say in termination of jobs 
of people in your work 
place? 
45. How much are you satisfied 
with your place or residence/ 
housing facilities? 
3 4 5 6 7 
3 4 5 6 7 
3 4 
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Min, Max 
2 3 
46. To what extent are you satis-
fied with educational facili-
ties available for your 
family? 1 2 3 
47. To what extent are you told 
what you need to know to do 
your job in the best possible 
way? 
48 . To what extent do you feel a 
real responsibility to achieve 
the success of the coinpany? 
49. To what extent do you have 
control in deciding to change 
the method of your work? 
50. "I make use of the company 
sponsored training for my 
job" 
51. When you talk with persons 
in your work group, to what 
extent do they pay attention 
to what you are saying? 
52. "My supervisor always makes 
his expectations clear" 
53. "My colleagues treat me with 
due respect" 
54. "My contacts with fellow 
workers o u t s i d e work i s good" 1 2 3 
5 5 . "The management i s f a i r enough 
i n g i v i n g rewards of m e r i t t o 
i n d i v i d u a l s " 1 2 3 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
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Min. Max 
56. "There is very little in my 
job to keep me interested" 
57. "Thinking of going to the job 
makes me feel sick" 
58. "I am sufficiently paid for 
the work I do" 
59. To what extent is the "sick 
leave policy" or "medical 
leave" facilities sufficient 
in your employment? 
60. "I feel incompetent for the 
job I am doing" 
61. "My company takes care of my 
future career plans" 
62 . "My supervisor is good at 
planning and scheduling of 
work " 
63. To what extent does your 
supervisor offer new ideas 
for solving job related 
problem? 
64. To what extent do persons in 
your work group provide the 
help you need so that you can 
plan, organise and schedule 
work ahead of time? 
65. "My supervisor accepts my 
ideas and suggestions" 
3 4 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
2 3 4 
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Min. Max. 
66. To what extent do you 
influence decisions regard-
ing promotions? 
67. How satisfactory is your 
financial conditions? (Money) 
68. To what extent does this 
organisation have a real 
interest in the welfare and 
happiness of those who work 
here? 
69. How adequate for your needs 
is the amount of information 
you get about what is going 
on in other departments and 
shifts? 
70. To what extent do you influ-
ence decisions regarding pay, 
bonus, etc? 
71. "Doing my job well, I get a 
feeling or satisfaction" 
72. How friendly and easy to 
approach are persons in your 
work group? 
73. "My supervisor has enough 
knowledge about the work and 
job" 
74. "I get recognition for the 
good work I do here" 
1 2 3 
6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
1 2 3 4 5 6 7 
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Min. Max, 
75. To what extent does the 
company's medical aid facili-
ties satisfy you? 
76. To what extent do you enjoy 
performing the actual day 
to day activities that make 
up your job? 
77. "Promotion from within the 
company is adequately handled 
by the management" 
78. To what extent does your 
supervisor encourage persons 
who work for him to work as 
a teeun? 
79. To what extent do persons in 
your work group offer each 
other new ideas for solving 
job related problems. 
80. "I have a say in deciding how 
to schedule my work" 
81. How much this organisation 
tries to improve working 
condition? 
82. To what extent does this 
organisation have clear-cut 
reasonable goals and objec 
tive? 
83. To what extent do persons in 
your work group exchange 
opinions and ideas? 
3 4 5 
3 4 5 6 7 
6 7 
3 4 5 6 7 
6 7 
5 6 
4 5 6 7 
3 4 5 6 7 
2 3 4 5 6 7 
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Min. Max 
84. To what extent does your 
supervisor encourage people 
who work for him to exchange 
opinions and ideas? 1 2 3 4 5 6 7 
85. How much do persons in your 
work group emphasize a team 
goal? 1 2 3 4 5 6 7 
Please Check That You Have Answered A l l Question 
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APPENDIX - II 
J.I. SCALE 
Please, answer the following statements on a 5-point scale. 
Give a score of ' 5' when you ' Highly Agree' and a score of 
•1' when you 'Highly Disagree' and '3' stands for 'Neutral' 
1. I will stay overtime to finish a job even 
if I am not paid for it. 
2. You can measure a person pretty well by how 
good a job he does. 
3. The major satisfaction in my life comes 
from my job. 
4 . For me, time at work real ly fly by. 
5. I usually show up for work a little 
early to get things ready. 
6. The most important things that happen 
to me involve my work. 
7. Sometime I lie awake at night thinking 
ahead to the next day's work 
8. I am really perfectionist about my work. 
9. I feel depressed when I fail at some-
thing connected with my job. 
10. I have other activities more important 
than my work 
11. I live, eat, and breathe my job. 
12. I would probably keep working even if 
I did not need the money 
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13. Quite o f t en I f ee l l ike s tay ing home 
from work ins tead of coming i n . ( ) 
14. To me, my work i s only a small part of 
t^o I am. ( } 
15. I am very much involved personal ly i n 
my work. ( ) 
16. I avoid taking on extra d u t i e s and 
r e s p o n s i b i l i t i e s in my work. ( ) 
17. I used t o be more ambitious about my 
work than I am now. ( ) 
18. Most things in life are more important 
than work. ( ) 
19. I used to care more about my work, but 
now other things are more important to 
me. ( ) 
20. Sometimes I would like to kick myself 
for the mistakes I make in my work. ( ) 
Please Check That You Have Answered All Question 
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BIOGRAPHICAL INFORMATION BLANK 
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